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Police officers in Lagos State, Nigeria lack information on how to prepare for 
performance improvement that may enhance their knowledge on the requisite skills 
needed to protect lives and property. The purpose of the study was to understand this 
problem, and the central research question for the study was used to address how police 
officers may enhance their knowledge on the requisite skills necessary to protect lives 
and property in Lagos State, Nigeria. This qualitative exploratory case study used human 
competence model as extension of behavioral engineering system and recruited 15 
participants. Yin’s five steps of (a) data compilation, (b) data disassembly, (c) data 
reassembly, (d) data interpretation, and (e) data conclusion were used to analyze the data. 
Key findings of the study include attending annual continuous improvement training and 
courses on strategic leadership; internal and external appraisal system; effective mentor 
and mentee relationship without recourse to tribal sentiments; discipline and 
understanding the acts and principles of police performance; and timely, accurate, and 
relevant processing of performance data in the police force. The positive social change 
implication of this study included providing study findings that leadership of police force 
in Nigeria may adopt for delivering services that influence political, economic, social, 
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Chapter 1: Introduction to the Study 
Education can enhance the performance of police officers who have inadequate 
training and unprofessional work ethics that affect job performance (Albert, 2016). Thus, 
the focus of this study was lack of information on how to prepare police officers for 
performance improvement that may enhance their knowledge on the requisite skills 
needed to protect lives and property in Lagos State (Adegoke, 2014). The human 
competence model (HCM) by Fusch and Gillespie (2012) was used as lens to address the 
study’s purpose. This chapter includes background of the study, problem statement, 
purpose of the study, research question, theoretical framework, nature of the study, 
operational definitions, assumptions, scope, delimitations, limitations, significance of 
study, and a summary and transition. 
Background 
Section 214 of the Nigerian Constitution (1999) gives the police exclusive 
jurisdiction over public safety. However, the police in Nigeria contend with many 
challenges in performing the constitutional obligation, and these shortcomings are more 
evident in Lagos, the state with the highest population and economic activities in the 
country (Gholami and Abdulrauf, 2018). Significant efforts at reforming the police for 
improved performance led successive administrations to constitute different committees 
in 2006, 2008 2011, 2012 and 2015. However, reports of these committees are not 
accessible to the public as security agencies are known to set obstacles into investigating 
challenges under the guise of Official Secrets Act (Flanders, 2017). 
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There is a public policy problem with the government not addressing the 
challenges responsible for lack of preparation of the police force in Nigeria to effectively 
discharge their duties of protecting lives and property which often cause loss of lives and 
property (Badiora et al., 2020). Despite the growing need to engage the police force in 
Nigeria to address the issue of inadequate preparation for their jobs, there is a lack of 
information on performance improvement that may enhance police knowledge on the 
requisite skills needed to protect lives and property in Lagos State, Nigeria (Adegoke, 
2014). Addressing this issue is important because as sociologists have recognized, 
understanding the complex interactions that influence human behavior and organizational 
practice can be critical to improving interactions between different nations, states, and 
cultures among which are police practices in Nigeria (Oduntan, 2017). This study is 
required due to the existing gap in the literature on how to prepare officers for 
performance improvement, especially in Lagos State, Nigeria. 
Problem Statement  
Police officers in Nigeria are subjected to criticism as a result of not meeting the 
obligations to the people and assigned responsibilities (Gholami & Abdulrauf, 2018). 
These problems are rooted in the preparation of the police in Nigeria to discharge their 
duties of protecting lives and property, which often causes a loss of lives and property 
(Badiora et al., 2020). The lack of training on capacity building for police officers in 
Nigeria has also resulted in fraudulent acts and practices and lower motivation in the job 
performance for police officers in Lagos, Nigeria (Umar et al., 2013). There are 
misapplication and misuse of training funds, insufficient number of competent and 
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experienced training staff involved in police training and development, unacceptable 
student and personnel ratio, non-utilization of trained police personnel in their special 
areas of training, and wrong procedures in training, selection, and placement after 
training (Badiora et al., 2020). The imperative, therefore, is to examine how police 
officers can be prepared for performance improvement needed to protect lives and 
property. This study was necessary for exploring which factors most significantly 
influence police officers’ knowledge on the requisite skills needed to protect lives and 
property by making critical decisions. Understanding the complex interactions that 
influence human behavior and organizational practice can help improve police practices 
in Nigeria (Oduntan, 2017). There is a responsibility on the Nigeria Police leadership to 
ensure that people management is of the highest possible standard, especially welfare, 
pay and conditions, health and safety, empowerment, motivation, personal development, 
discipline, etc. to secure high performance. A strong performance management ethics, 
supported by appropriate structures and systems, must become part of the command style 
of leadership in the Nigeria Police to solve problems and increase overall organizational 
performance (Oduntan, 2017). 
Purpose of the Study  
The purpose of this qualitative, exploratory case study was to understand how 
police officers can enhance their knowledge on the requisite skills necessary to protect 
lives and property in Lagos State, Nigeria. The study focused on the resolution of this 
challenge by suggesting measures that may lead to improved performance and increased 
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understanding of performance improvement, protection of lives and property by police 
officers in Lagos. 
Research Questions  
The overarching question for the study was “How can police officers enhance 
their knowledge on the requisite skills necessary to protect lives and property in Lagos 
State, Nigeria?” I followed up with a secondary research question to support a 
comprehensive response to the central question: What does being prepared for 
performance improvement means to police officers in Lagos, Nigeria?  
Theoretical Framework  
The theoretical framework for this study is the HCM, which is an extension of 
Gilbert’s (2013) behavioral engineering model first developed in 1974. The framework 
supported exploration of the mission, goals, system processes, and clarity in 
accomplishments that existed in the U.S. Coast Guard MIP. Fusch and Gillespie (2012) 
evaluated the HCM by exploring the desired result for an organization. The HCM is 
grounded on the need to improve organizational output by reducing the performance 
gap—that is, the existing gap between result and the real outcome or reality (Fusch & 
Gillespie, 2012). Workplace culture is an enabler of performance improvement. Realizing 
that personnel training does not necessarily result in performance, the focus of the 
organization shifts to activities that generate results hinged on the organization’s planning 
and strategy. This premise was helpful to the study the performance of police officers in 
Lagos State, Nigeria and the importance of improving their activities against the result of 
delivering service to the people. Exploring organizational performance begins by 
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defining an organization’s vision, mission, strategies, and overall accomplishments, or 
results (Fusch & Gillespie, 2012). For instance, rather than aligning and validating 
visions, missions, and objectives, the Nigeria Police force performance target could be 
based on monitoring activities, not work accomplishments (see Fusch & Gillespie, 2012). 
However, work accomplishment is what matters to begin performance improvement, not 
how many activities occurred to achieve that accomplishment (Gilbert, 2013). Lack of 
mission clarity and defined objectives may be affecting the Nigeria Police Force 
management and measurement. Thus, the exploration of mission clarity was the first 
essential component in this study’s theoretical framework. 
Further, Fusch and Gillespie (2012) provided an overview of how to explore 
performance supports at an organizational level by explaining that there are two central 
dimensions inherent in improving performance (or human competence) in the workplace 
once the desired result is defined: environmental supports and worker 
behavior. Environmental supports include factors extrinsic to a performer, and worker 
behavior incorporates intrinsic factors. Fusch and Gillespie also segmented the model 
into three types of factors: information, instrumentation, and motivation. Information is 
the communication received by police force in discharging their duties effectively. 
Instrumentation represents the tools used in carrying out civic duties as contained in the 
code of conducts of the police force, which can include arms and ammunitions, uniforms, 
and vehicles. Motivation can involve salary increase, recognition, promotion, transfer to 
family union, and self-actualization. These factors affect environmental support and 
worker behavior in the sense that the information received for duties contribute to the 
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effectiveness of the performance of the police force. For instance, a police officer who 
has information about a robbery incident in time is likely to act faster. A police officer 
with adequate instrument at the time an information is received is also likely to respond 
more effectively, and an officer with sufficient motivation in response to their needs may 
perform adequately more than a demotivated officer.  
In summary, the framework of this study was the work of Fusch and Gillespie 
(2012), which is consistent with the work of Gilbert (2013). To address mission clarity, 
worker behavior, and environmental support in the Nigerian Police, I took the following 
steps: (a) explored the organizational vision, mission, strategy, and desired end results; 
(b) investigated environmental supports for the Nigerian Police Force; (c) studied worker 
behavior within the Nigerian Police Force; (d) determined ideal performance for police 
officers, and (e) recommended strategies to promote. 
Nature of the Study  
The choice of qualitative exploratory case study was to gain an in-depth 
understanding of the case or area of interest (Yin, 2014). The qualitative method was 
suitable for this study because it allows the researcher to explore the concept of human 
understanding through an open-ended interview question (Marshall & Rossman, 2011). A 
quantitative method was not suitable for the study as quantitative methods are used to 
study numerical relationship, statistical elements, and variables (Borrego et al., 2009). A 
mixed-method approach was also not adequate for the study as a mixed method is a 




The data collection tools I used were semistructured interview questions, note 
taking, and document review. I used telephone interviews as the primary data collection 
method because of the social distancing practice necessitated by the COVID-19 
pandemic. Given the relevance of the topic and the potential benefit to police practice, 
there was no resistance during the data collection process. To recruit all participants, I 
approached the human resource department at the police headquarters that helped to use 
the register of personnel to identify possible participants who were informed of the 
purpose of the study through email or telephone to gain their confidence in the study. I 
used an audio recorder during the interview response for a quick transcription and coding 
the interview data using NVivo. The data were categorized into concepts that were used 
to identify patterns and trends and to develop potential theories. The responses were also 
input into NVivo and used as an additional source of information. After transcribing all 
the audio-recorded interviews and completing member checking, the next step was to 
upload the textual transcript into NVivo software from Microsoft Word to organize the 
data into groups and themes. 
Definitions  
Behavioral engineering: The practical and precise application of scientific 
knowledge for the development, improvement, and management techniques of 
establishment, maintenance. or modification of human behavior (Prabowo et al., 2017). 
Environmental support: This is described as the restriction and regulative laws 
guiding the sustainability of the environment in both internal and external workplace 
(Ohri & Singh, 2013). 
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Human competence: A system of identifying and mobilizing human resources to 
achieve specific strategic results which represent what the organization is known for, 
what it is good at doing, and how it patterns activities to deliver values (Galleli & Junior, 
2019). Competence occurs in interaction with favorable environmental conditions; it also 
occurs in interaction within and between people, where one can highlight the role of the 
collective (Galleli & Junior, 2019). 
Human improvement: Individual ability to execute task in flawless and quality 
ways with high relevance and attention to work details (Meyer et al., 2015). Individual 
could be competent through a combination of education, training, and experience (Meyer 
et al., 2015). 
Information: The facts provided or learned about something such as performance 
improvement strategies for possible improvement to existing knowledge (Nelson, 2017). 
Motivation: Described as the experience of desire or aversion that an individual 
want something or wants to avoid or escape something. Motivation has both an objective 
aspect of a goal or thing you aspire to and an internal or subjective aspect (Nelson et al., 
2019). 
Performance improvement: A method of adopting performance benchmark to 
appraise defined standard performance against the performed daily activities in an 
organization (Vakani & O’Beirne, 2015).  
Preparation: The action or process of preparing or being prepared for use or 
consideration (Nonomura, 2020). 
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Requisite skills: The skills required or necessary for a particular purpose, position, 
and which are indispensable (Ikebuaku & Dinbabo, 2018).  
Work accomplishment: Described as the contributions made by employees in 
achieving the goals and objectives of the organization (Anderson & Tengblad, 2016). 
Worker behavior: The positive and negative attributes that workers exhibit to their 
co-workers and external customers during the ordinary course of business (Ryan et al., 
2015). 
Working equipment: The machineries or plant brought into an organization to 
perform task electronically or mechanically in an organization (Gibb et al., 2005). 
Work–life balance: Refers to the balance between parenting and employment. 
Work–life balance has taken an increasingly prominent place on the European Union’s 
political agenda (Stoilova et al., 2020). 
Assumptions  
I made some assumptions when developing the design for this research. 
Assumptions are reflections of knowledge that determines the scope and findings of a 
study (Fan, 2013). The purpose of this study was to investigate how to prepare police 
officers in Lagos State, Nigeria for performance improvement. The first assumption was 
that the participants would be honest to share their experiences in a competent manner. I 
also assumed that the research participants are senior officers of supervisory cadre who 
have served in different departments and have sufficient knowledge of the police force to 
uphold independent view. The third assumption was that the research design was suitable 
in revealing the factors required for performance improvement among police officers in 
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Lagos. This was necessary to help in the preparation for data collection adequately. 
Additionally, I assumed that the participants would agree to take part in a 60-minute 
telephone interview to provide responses to the interview questions. Furthermore, the 
interview questions were assumed to be suitable for collecting accurate data necessary for 
this study. In summary, I assumed that participants would be allowed sufficient time to 
provide detailed answers and the population size will be sufficient to answer the research 
question. This assumption is necessary for consistency and research validity. There was 
no deviation from these assumptions. 
Scope  
I conducted the research using a semistructured case study design to explore the 
information required by police officers on how to improve performance management that 
may promote their knowledge on the requisite skills needed to protect lives and property 
in Lagos State. All the participants were recruited from Lagos State. Other categories of 
police officers, including junior and middle officers, who are currently confronted with a 
lack of information on performance improvement, are outside the scope of this study. To 
determine transferability in the study, I adequately explained the findings of the study to 
provide detailed descriptions for future readers to make informed decisions about the 
transferability of the findings to a specific organization, location, or context (Stake, 
1995). 
Delimitations  
Delimitations of the study allow for the narrowing of the scope of the study; 
delimitations establish the parameters of the interviewees and the location of the study 
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(Bloomberg & Volpe, 2012). The inclusion criteria included (a) 15 police officers from 
the rank of assistant commissioner (ACP) to deputy commissioner (DCP) and 
commissioner (CP), (b) police officers who have had 12 years serving experience in the 
police force, and (c) a police officer that has risen from the rank and file before attaining 
the current leadership position. These categories of police officers are more likely to have 
had experience, training, and knowledge on the study’s subject. The semistructured 
interviews, field notes, and document review were used to collect data to understand how 
to prepare for performance improvement that may enhance their knowledge on the 
requisite skills needed to protect lives and property in Lagos State, Nigeria. 
Limitations  
Limitations of the study are the inherent issues of validity, reliability, and 
generalizability that confront the study (Katz, 2015). The first limitation has to do with 
the nature of the study; qualitative research attracts the implicit subjectivity of both the 
researcher and research subject that may defeat the replication of study (Caru et al., 
2014). The results of the study are limited by the honesty and thoroughness of the 
participants’ responses. The participants’ availability to respond to interview questions in 
sufficient detail may also limit the results. Additionally, using a case study design and 
involving participants from the police force whose experience have been mixed from past 
to current days may be faulty for the lack of representation. Generalization in a 
qualitative study is left for the reader to decide (Morse & McEvoy, 2014).  
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Transferability and Bias 
Because the research was conducted using a case study methodology and a 
convenience sampling strategy, the obvious limitation in this research is the inability to 
generalize the findings based on the results and bias. The sample size for this study, 
combined with the means of selecting participants make generalizing the results across a 
wider population problematic. Because participant selection was by convenience 
sampling, the sample is neither random nor representative.  
Significance of the Study   
There is an increased demand for a continually improved standard of service, 
transparency, and accountability among the police officers in Nigeria. The study may be 
significant to the law enforcement profession in Lagos, as the findings may be useful in 
policy formulation, training, and police officers’ career development. The study may also 
be significant to the local government, state government, and the federal government of 
Nigeria in policy formulation as it relates to capacity building for police officers in 
Nigeria. Further, the study may be significant to a future researcher who may want to 
expand the body of knowledge on performance improvement. Ultimately, the study may 
be significant in promoting positive social change; the findings in the study may create 
awareness that can lead to a change in the paradigm on performance improvement of 
police officers in Nigeria.  
The research findings may also offer the participants the opportunity to improve 
their performance as it relates to the police force. Participants in public policies and 
administration may use the outcome of this study to improve the adaptive process of 
13 
 
change. The results of this study may help fill the gap in literature. The findings may 
provide additional perspectives on the field of understanding performance improvement 
in the police force. The research may also help validate some of the theoretical models 
and framework on the topic (see Adegoke, 2014; Fusch & Gillespie, 2012; Gilbert, 2013; 
Umar et al., 2013).  
Further, the results of this study may contribute to improvement in positive social 
change in the police force. The social change impact implication of this study includes 
findings that may aid the leadership of police force in Nigeria in achieving strides toward 
delivering services that influence political, economic, social, and technological change in 
the law enforcement agencies. With these changes, there may be a peaceful environment 
for citizens who may have a good experience due to the efficiency of the police force. 
Another implication of positive social change includes business sustainability, improved 
standard of living, reduction of lawlessness in the society, and inter-community co-
existence.  
Summary  
In this chapter, I introduced information on performance improvement in the 
police force in Nigeria as a significant factor impacting effective delivery of police 
service in Lagos State, Nigeria. I further implied the scholarly relevance of responses 
commitment that may motivate the police officers toward offering quality service on law 
enforcement by articulating evidence-based performance improvement strategies. This 
qualitative case study was designed to explore how to prepare for performance 
improvement that may enhance their knowledge on the requisite skills needed to protect 
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lives and property in Lagos State, Nigeria. Using the theoretical framework on human 
competence theory, I explored organizational performance by defining an organization’s 
vision, mission, strategies, and overall accomplishments, or results. Chapter 2 contains a 
review of scholarly literature towards exploring the impact of performance improvement 




Chapter 2: Literature Review 
As the Nigeria police perform the constitutional responsibility of maintaining social 
order, there is a need to constantly maintain a minimum standard of service delivery 
which training and retraining guarantee (Otitoju, 2007). The requisite skill needed to 
protect lives and property is imparted at police training institutions across the country at 
the point of recruitment and as in-service refresher courses (Otitoju, 2007). But there is a 
lack information on how to prepare for performance improvement that will enhance 
police officers’ knowledge on the requisite skills needed to protect lives and property in 
Lagos State.  
This chapter contains three sections: the literature search strategy, a discussion of 
the theoretical framework, and the literature review. The literature review is an analysis 
and synthesis of the topical police performance improvement literature. It contains 
subsections that guide the reader to understand the challenge presented by the 
phenomenon under study, the gap in the literature, and how answering the research 
question may help fill that gap. The articles were peer-reviewed within 5 years of 
publication. Selected themes were identified using the theoretical framework and 
keywords as a guide. 
Literature Search Strategy  
The literature review search strategy focused on (a) performance improvement, 
(b) knowledge improvement, (c) duties of a police officer, and (d) qualitative exploratory 
case study. The Walden Library databases were the primary sources for peer-reviewed 
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articles and dissertations used to prepare this literature review. The business and 
management databases, specifically the ABI/INFORM, Business Source Complete, 
Emerald Insight, Sage Journals, and ScienceDirect formed the foundational resources. 
Secondary sources were used to ensure a multi-dimensional review: multidisciplinary 
databases such as Academic Search Complete, together with Google scholar, Nigerian 
government databases, the Police Act and Regulations, the World Bank and related 
databases, trade publications, and manufacturing and consulting websites. The keywords 
were performance improvement plan, counseling program among police officers, 
mentoring program among police officers, coaching program among police officers, 
capacity building among police officers, review of personal developmental agenda, 
progressing discipline on duty and off duty, performance appraisal, review of job 
description and job specification, welfare and motivation, knowledge improvement, 
duties of the police officers, police performance improvement in Ghana, police 
performance improvement in South Africa, police performance improvement in 
Cameroon, barriers to police officers performance improvement implementation, and 
measurement to performance improvement.  
Theoretical Framework 
Introducing the framework. The theoretical framework for this study was the 
HCM (Fusch & Gillespie, 2012), which is an extension of Gilbert’s (2013) behavioral 
engineering model first developed in 1974. Fusch and Gillespie provided an overview of 
how to explore performance supports at an organizational level by focusing on 
environmental supports, which include extrinsic factors, and worker behavior, which 
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involves intrinsic factors. Though Gilbert indicated that it is critical to measure work 
accomplishments rather than activities in performance improvement, Fusch and Gillespie 
stated that exploring organizational performance begins by defining an organization’s 
vision, mission, strategies, and overall accomplishments, or results. Lack of mission 
clarity and defined objectives may be affecting the Nigeria Police Force management and 
measurement. Further, Fusch and Gillespie segmented the model into three types of 
factors: information, instrumentation, and motivation. Information can refer to 
communication received by police force in discharging their duties, instrumentation 
represents the tools used in carrying out their civic duties, and motivation entails the 
boost received by police force while discharging their duties such as salary increase or 
promotion.  
How HCM applies to current study—performance improvement. In this 
study, the HCM was used to focus was on personal development competencies, team 
development and collaboration, and organizational development (Hecklau et al., 2016). 
Competence relates to the skills needed to perform a specific job or task efficiently 
(Coelho et al., 2017). There is growing evidence that organizations need to move away 
from a focus on jobs and toward a focus on individuals and their competencies (Bohm et 
al., 2017). In the organizational context, the learning process is to promote improvement 
in performance through behavioral changes aimed at production and can occur both to 
meet the immediate needs of workers and to develop relevant competencies for the future 
(Bohm et al., 2017). The human resource training systems could be the source of 
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organizational capabilities that allow officers to learn and capitalize on new opportunities 
(Thomas & Watson, 2017). 
Applying the HCM to police officers’ duties—example of school officers. The 
HCM applies to the competences that support the role of law enforcement officers in 
performing their duties. For example, a reliance on school-based law enforcement 
officers to handle student discipline can have implications for how officers interact with 
students, especially when they lack the training and human competence in how to work 
with youth (Martinez-Prather et al., 2016). This lack of training can lead to unnecessarily 
harsh punishment (Martinez-Prather et al., 2016). Though little is known about the 
training practices of school-based law enforcement officers, traditional police academies 
in most states spend less than 1% of training on matters related to juvenile justice 
(Martinez-Prather et al., 2016). Thus, the use of legal interventions toward handling 
student misconduct may be an outcome associated with a lack of specialized training in 
school-based policing, which requires a different set of skills compared to street policing, 
particularly in school discipline. For instance, in October 2015, a video of a police officer 
working in a South Carolina school forcibly removing a student from a desk in response 
to classroom disruption drew national media attention (Bolger et al., 2019). Rather than 
focusing on the teacher or counselor aspects of the school resource officer assignment, 
police in the field may focus more on law enforcement, and student behavioral issues 
may increasingly be referred to the juvenile justice system rather than handled through 
school discipline (Perez-Floriano & Gonzalez, 2019). 
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HCM as applied to officers in criminal situations. The HCM can also be used 
to evaluate how police officers should perform as front-line offices in a crime situation. 
Although police officers are most often on the front line when dealing with crime 
victims, perpetrators, and witnesses, their ability to recognize, understand, and provide 
support for individuals with disabilities is frequently limited leading to the potential form 
is understanding and differential treatment. Police officers often respond to situations 
involving individuals with intellectual disability with preconceived notions shaped by 
“apprehension, fear and anxiety” (Eadens et al., 2016, p. 16). In addition to perpetuating a 
false and negative stereotype, a lack of awareness regarding the characteristics of 
individuals with intellectual disabilities could likely result in failure to recognize the need 
for support for these individuals and unfair treatment. 
HCM applied to appraising officers’ expertise in criminal situations. The 
HCM also serves as the parameter by which the expertise of the police force is appraised. 
Police officers often rely on expertise rather than a more formal weighing of alternatives 
and probable outcomes in order to decide what to do and how to shape events as they 
unfold in the complex, dynamic, fast-paced, and low-information situations that often 
characterize their encounters with the public. Expertise refers to officer’s skilled intuition 
based on a synthesis of their subjective experience (Vila et al., 2018). But high-level 
experts may be necessary to make these decisions in situations where one cannot assess 
critical aspects of the environment or the dynamic social system in flux (Vila et al., 
2018). When an officer’s performance in an encounter has been questioned or elicited an 
external complaint, the justice system has assessed performance based on three things: 
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the encounter’s outcome, whether applicable laws and policies were followed, and the 
totality of the circumstances surrounding the encounter (Vila et al., 2018). However, 
traditional responses and remedies often tend to ignore the dynamic and probabilistic 
nature of encounters between police and the public. Instead, they often focus on 
subjective eyewitness testimony based on recall and, more recently, videos that record an 
encounter from a limited perspective (Vila et al., 2018). 
Importance of environment in evaluating officer performance.  In dealing 
with the HCM, the environment at which police officers perform their civic duties is a 
concern for evaluation. Police environment refers to the conditions and surroundings in 
which a law enforcement person operates (Wang et al., 2020). The work environment has 
been singled out as the most critical element that exposes an officer to the outside world 
(Wang et al., 2020). A fundamental assumption of the current study is that the work 
environment exerts a significant influence on police officers’ values and beliefs as well as 
associated behaviors at both the organizational level and individual level. Different from 
other professions, the police work environment has its own “working personality”—
dangerous, authoritarian, uncertain, unpredictable, and ambiguous. The police profession 
is traditionally viewed as a craft rather than science; consequently, practical experience 
can hardly be learned from a classroom setting (Wang et al., 2020). Research shows that 
police officers are not sensitized to the complexity of real police work, such as domestic 
disputes, unless they personally handle such incidents at work (Bayley & Bittner, 1984). 
Thus, field training has been viewed as an essential vehicle for reducing possible “reality 
shock” and honing policing skills (Wang et al., 2020, p. 28). For effectively managing 
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dramatic turns, service delivery training likely needs to include role-playing executions of 
different categories of near-to-complete service breakdowns, executing steps to 
deescalate and avoiding such performance enactments (Woodside et al., 2020). 
Literature Review 
Performance Improvement Strategy for Police 
Performance improvement involves interconnecting systems of reporting 
arrangements, resource flow, performance measures, organizational assessments, and 
interventions designed for efficiency of public service organizations (Charbonneau et al., 
2015). For instance, prior research demonstrated that shooting accuracy is low and has 
not improved much over the years (Donner & Popovich, 2019). From the 1970s to the 
90s, officers had a hit rate of about one in five shots despite many changes to training 
(Morrison, 2006). Although the amount and quality of firearms training received by 
officers over the last century has increased considerably, there appears to have been little 
improvement in shooting accuracy (Donner & Popovich, 2019). 
Another aspect of performance is that traditionally, the police are expected to 
fulfil three broad roles: law enforcement, order maintenance, and service. But police 
departments have multiple cultures with which different officers connect, and officers are 
not a homogeneous group in their perceptions of proper police roles (Sun et al., 2016). 
Some officers view their primary role as crime fighters whose top priorities are crime 
control and law enforcement. Other officers define their role more broadly and consider 
the order maintenance role as part of a legitimate police business (Sun et al., 2016). 
Although prior research has assessed an array of attitudinal propensities, this study 
22 
 
concentrated on officers’ attitudes toward crime-fighting, order maintenance, problem-
solving, quality of life, and job satisfaction (Sun et al., 2016). 
There are inadequacies in preparing police officers for job performance and lack 
of information on how to prepare for performance improvement that may enhance their 
knowledge on the requisite skills needed to protect lives and property in Lagos State, 
Nigeria. Previous studies on police welfare (Ratcliffe et al., 2014), police recruitment 
(Karimu, 2015), and police job placement (Hickman et al., 2016) have not addressed how 
police officers could attain information required for performance improvement in Lagos 
State. The themes for this study included performance improvement strategy for police 
force, challenges of police officers’ performance, police legitimacy and stakeholders’ 
engagement, conflict management and performance, and criteria for measurement of 
performance in the police force. Other subthemes include capacity building among police 
officers, information development for performance, mentoring of police officers, and 
procedures of training, selection, and placement. The police force is expected to perform 
effectively and efficiently. The parameters for effective performance may be contained in 
the country’s constitution or police manual of operations. Performance improvement in 
the organization is the focus to increase profit and reduce cost (Nicholds & Mo, 2016). 
The structure of the police performance index in Lagos, Nigeria, are not properly defined, 
which could result in role failure. Mentoring in the police force may help to transfer the 
good qualities from the senior police officers to the junior officers to maintain the 
performance culture in the police force system. Capacity building is the process of 
identifying a knowledge gap and filling those gaps for performance improvements. 
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Procedures of training, selection, and placement involve the nature of training, the 
requirements for recruitment and the strategies surrounding placement and transfers of 
police officers. 
Community Policing   
With the increased complexity of the police role and the movement toward 
neighborhood policing, the nature of police work and police organization has become 
more complex. This complexity necessitates the importance of hiring and retaining the 
highest-quality personnel available (Offord et al., 2016). New police personnel in 
community policing are expected to help redress better and prevent crime, disorder, and 
fear of crime through “active, multifaceted, consultative and collaborative relationships 
with diverse community groups and public and private-sector institutions” (Farooq & de 
Villiers, 2019. pg. 22). Community policing requires building trust between officers and 
citizens, changing their perceptions of each other and reducing the physical and 
psychological distance between the police and the community (Farooq & de Villiers, 
2019).  
What adds complexity to community policing is that police officers are required 
to perform a variety of tasks other than responding to emergency calls (Robotham & 
Cortina, 2019). However, the police officer’s job had no prerequisites and called for no 
formal training (Robotham & Cortina, 2019). The issue whether college-educated officers 
are more qualified to perform their jobs and whether they actually perform better than 
their counterparts without a college education has been the focus of research for some 
time (Robotham & Cortina, 2019). There is an argument for re-examining whether police 
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officers’ level of education is significantly associated with their perceptions of the quality 
of their performance (Robotham & Cortina, 2019). Literature in criminal justice 
regarding police officers’ perceptions of their performance or officers’ actual 
performance does not define “quality” precisely (Giousmpasoglou et al., 2018). Several 
other researchers report that two of the variables that influence police officers’ success or 
failure most are education level and training. 
Counseling Program for Police Officers for Performance Improvement 
Police officers face a variety of tasks related to their job assignments. They are 
expected to be social workers, teachers, role models, and counselors (Martnez-Prather et 
al., 2016). Police officers often work under stressful conditions that may result in 
becoming aggressive and even hostile against some individuals. Police work is one of the 
few professions where an individual goes to work, understanding that a strong possibility 
of being killed exists (Martnez-Prather et al., 2016). The factors listed from least to most 
important in terms of how they affect police use of violence are: (a) effectiveness of 
crime prevention, (b) unionization/association activity, (c) police organizational change 
and policy implementation, (d) police leadership abilities, (e) special assignments of 
officers, (f) new coercive police technologies and techniques, and (g) internal controls on 
police personnel (Gill et al., 2016). Police officers also have difficulty trusting and 
confiding in someone outside the closed circle of sworn personnel (Young et al., 2018). 
Frequently, they consider themselves as having a strong sense of self-sufficiency, 
insisting they can solve their own problems.  
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Existential counseling has been defined as a humanistic counseling approach that 
helps group members learn to make appropriate choices, experience life, minimize 
isolation, and treat all human beings as individuals (Cubitt & Judges, 2018). Cubitt and 
Judges (2018) argued that an existential-phenomenological approach is appropriate for 
counseling because of its subjective approach to reality. This type of counseling does not 
impose its will on the individual or makes suggestions on what courses of action 
individuals may take. Individuals can benefit from existentialism because its primary 
focus is concerned with human existence and the infinite possibilities of life (Cubitt & 
Judges, 2018). Existentialist counseling attempts to increase individuals’ self-awareness. 
Through increased self-awareness, the individual becomes more human (Rowe & 
Macauley, 2019). Counseling quality allows the individual to interact with others more 
humanely. Existential group counseling is expected to help police officers listen to, and 
understand, subjective views of others. Through an existential approach, officers can 
learn to deal with feelings of isolation and find positive meaning in their lives. Existential 
group counseling provides essential therapeutic dynamics needed for those in search of 
identity and meaning in their lives. Rowe and Macauley (2019) viewed counseling as a 
process of discovery, which can aid officers and allow them to live more realistically. 
Mentor to Mentee Relationship   
More than thirty years ago, Kathy Kram’s in 1983 qualitative research identified 
two broad functions of mentoring in the workplace: career and psychosocial support, both 
peaking during the cultivation period of the mentoring relationships. Career functions 
described mentors providing their mentees with sponsorship, coaching, and challenging 
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work assignments to enable them to understand corporate life and develop their careers. 
Psychosocial functions referred to role modelling, counseling, and friendship. Mentoring 
is defined as an intense, interpersonal exchange between an experienced senior colleague 
(mentor) and a less experienced one (protégé), in which the mentor provides support and 
feedback on the protégé’s career plans (Farnese et al., 2016). Organizations seek to 
encourage informal mentoring or to develop formal mentoring programs since mentoring 
relationships have beneficial impacts on those involved (Farnese et al., 2016). 
Specifically, formal mentoring can be defined as an organizationally established and 
sponsored developmental relationship in which a more experienced senior mentor and a 
less experienced junior protégé are matched for the specified purpose of sharing 
organizational knowledge and advancing the protégé’s career (Farnese et al., 2016). 
Coaching Programs 
Police work is faced with daily challenges and demands that few other 
occupations undergo. It has been noted that ‘few occupations require the intensity of 
constant alertness, proper mood and demeanor, short term memory, and physiological 
stamina that police work requires’ (Romosiou et al., 2019). Furthermore, police officers 
have been described as emotional workers, in the sense that they are exposed to 
emotionally demanding interpersonal interactions such as death, illness, accidents and 
crimes on a daily basis, and as a part of their job they have to put psychological efforts in 
order to deal with emotions in an organizationally desired manner (Romosiou et al., 
2019). To be an effective and efficient police officer in today’s complex environment 
requires a blend of several skills which have been highlighted as of key importance, such 
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as emotional intelligence. At the same time, given the nature of police work, officers 
experience numerous stressors, either organizational concerning the structure and 
operation of the police organization such as bureaucratic red tape, staff shortages, lack of 
resources, or operational concerning potentially dangerous or traumatic situations, with 
negative impacts on them, their families, and their organizations (Romosiou et al., 2019). 
Capacity Building 
Villa et al. (2018) described capacity-building as the efforts designed to achieve 
and coordinate financial, human; time, knowledge, skills, technical; equipment, access to 
databases, data management, materials; and other resources; space, facilities, leadership 
support directed toward the quality implementation of evidence-based, competence-
building interventions through public education delivery systems. Annell et al. (2015) 
considered that capacity building is a continuous process of improvement within an 
institution to maintain or improve the services provided; internal police process, which 
may be enhanced when an external entity assists the institution in improving its functions. 
Capacity building is a multidimensional concept described in terms of its 
components, strategies, dimensions, or interventions; during the learning process, several 
planned and unplanned experiences and activities can occur (Woodside et al., 2020). 
Woodside et al. (2020) appraised capacity building in police officer local communities as 
an important role in a global world, where resources are becoming scarce, and methods 
and technologies change. Gullion and King (2020) commented that building capacity 
through the police officer community contributes not only to social development, but also 
to economic growth. A notable training gap exists in the literature such that social science 
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understands very little about how the law enforcement community prepares investigators; 
legally and tactically to elicit information from criminal suspects (Young et al., 2018). 
Systematic reviews or empirical analyses of interrogation training in the United States are 
not available, and international data are limited (Young et al., 2018). What is known 
about modern police interrogation techniques is largely derived from the training manuals 
of commercially marketed interrogation training programs (Young et al., 2018). 
Effective Communication System 
One of the critical objectives of performance appraisal is to provide feedback to 
foster employee growth and development (Park et al., 2018). Park et al. (2018) suggested 
that an appraisal system must not only evaluate what has been accomplished, but also 
guide future development, leverage existing strengths, and address skill deficiencies. 
Thus, a third important component of effective performance appraisal relates to the 
frequency and nature of supervisor feedback (Park et al., 2018). 
The police play an important role without which the sustenance of order, legality, 
development and democracy may be difficult (Di Salvatore, 2019). Therefore, any poor 
change initiative must take account of facilitating and inhibitive role of the police in the 
society (Di Salvatore, 2019). The primary role of the police is policing security, enforcing 
compliance with existing laws and conformity with precepts of social order (Di 
Salvatore, 2019). But the police are not the only agency involved in policing in the broad 
sense of the term. Policing has always been necessary in all societies for the preservation 
of order, safety and social relations (Fang & Sun, 2019). The necessity of policing 
becomes even more evident in modern societies characterized by diversities and 
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contradictions arising from population heterogeneity, urbanization, industrialization, 
conflicting ideologies on appropriate social political and economic form of organization 
(Fang & Sun, 2019). However, the emergence of the police, a body of men and women 
recruited and paid by the state to enforce the law and maintain order, is a recent 
development in human history (Fang & Sun, 2019). 
Ethical Leadership 
Police integrity lies at the heart of how the public views the police (Hickman et 
al., 2016). To the extent that police hold themselves accountable, act in a procedurally 
just and fair manner, apply the law equally to all persons, and act with the utmost 
integrity, citizen cooperation will be high, citizen complaints will be lower, citizens will 
support the legitimacy of the police, and citizen backlash and violence against the police 
will be minimized (Hickman et al., 2016). Scholars in the past have extensively examined 
issues surrounding police integrity (Esoimeme, 2019; Lobnikar et al., 2016). Most 
research explores integrity using the Klockars et al. approach, which asks officers about 
their attitudes and intentions toward morally ambiguous and potentially deviant 
situations. A major finding of Klockars et al., as well as the many subsequent studies 
using their approach, is that the perceived seriousness of behavior is strongly predictive 
of the likelihood of reporting a fellow officer for that behavior (Lobnikar et al., 2016). In 
particular, officers were more likely to report misconduct for more serious behaviors as 
opposed to less-serious behaviors (Esoimeme, 2019). 
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Discipline for Improvement 
Historically, police discipline has been a secretive world (Vuorensyrja, 2018). 
Aside from a minimal number of departments, either citizens or officers themselves can't 
know what the likely disciplinary action would be for a particular act of misconduct 
(Schaible, 2018). Even in individual cases, imposed discipline is often not made public, 
or is specifically forbidden by law or union contracts (Schaible, 2018). Such a level of 
secrecy has consequences for both citizens’ and officers’ views relating to whether 
disciplinary actions are appropriately proportioned (Schaible, 2018). Regarding the 
public, citizens interested in whether police are sufficiently disciplined for violations of 
law or policy are largely limited to media reports or the results of independent 
investigations of police departments following scandal upon which to base their 
judgments (Worden & McLean, 2017). 
Regarding the police themselves, line officers generally have no notion of what 
the usual sanction is for any act of misconduct, often leading to perceptions of 
inconsistent and unfair disciplinary actions on the part of supervisors (Worden & 
McLean, 2017). Even with steps taken to outlaw unfair disciplinary practices through 
court rulings or by the National Labor Relations Board, along with some states passing 
“Police Officer Bill of Rights” statutes (Worden & McLean, 2017), inequities in 
discipline can arise. Discipline matrices are one possible solution to these difficulties 
since they propose to ensure that discipline is appropriate, consistent, and fair by 




Performance Matrix Development 
The matrix can also be shared with the public, thereby removing some of the 
secretive nature of disciplinary actions (Nix et al., 2018). Also, matrices provide a means 
for police agencies to operationalize the increasingly accepted notion of progressive 
discipline, which holds that when employee discipline is warranted, it is most effective to 
apply the minimum level that will alter employee behavior, and then mete out increasing 
levels of severity based on reoccurrences (Hu & Lovrich, 2019). The performance matrix 
can serve checks and balances or as a tool that may help the police officers conduct a 
self-appraisal on a regular basis for improved performance. 
Challenges of Police Officer Performance 
Financial Remuneration 
Most police officers do not want to work without pay and equally expects 
reasonable pay that is measurable to their work (Grubb et al., 2019). Financial 
numeration, as payment, is the most desirable equal to no other incentive method or 
motivational technique with respect to influencing police officers (Grubb et al., 2019). To 
achieve a greater performance of duty, police officer leadership should be ready and 
willing to pay officers fairly and promptly (Bodziany et al., 2020). Researchers have 
shown that rewarding officers promptly results in increase satisfaction and influence 
performance (Bodziany et al., 2020). Police leadership should understand that rewarding 
officers is a tool that when applied appropriately, could contribute to the security 
effectiveness by influencing individual or group behavior (Bodziany et al., 2020). Police 
officer leaders use the reward to improve performance. Researchers have demonstrated 
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that as corporations use to pay, promotion, bonuses, and other types of rewards to 
motivate and encourage increase performances of employees, the police officers should 
take credence from such practice (Khedhaouria et al., 2017). In using salaries as a 
motivating tool, police leadership should consider structuring the pay system to include 
payment relating to performance, personal or special allowances, fringe benefits, and 
pensions (Bodziany et al., 2020). 
For government to realize desired results, leaders should motivate police officers 
to get the followership (Oppong et al., 2017). Police leadership who empower officers 
provide benefits to their states and country and bring about a sense of belonging on the 
part of the officers (Bodziany et al., 2020). Officers empowerment brings about the 
fulfilment of the desired goals that the government seeks to attain (Abdelmotaal & 
Abdel-Kader, 2016). Lee (2018) posited that empowering police officers allows the 
workforce to concentrate on the work at hand, which results in the continued progress 
and ease of governance. 
Lack of Strategy 
Engagement makes officers perform better and more efficiently (Petcharate & 
Zaman, 2019). When considering performance improvement strategies, government 
leaders should first consider the aim of such a strategy. Government leaders should be 
interacting and communicating with police on duty to keep them engaged (Petcharate & 
Zaman, 2019). Because officers are the most important asset a country has, their active 
engagement should be a priority for government leaders. Lack of police engagement is 
one of the dangers facing national security undermining the efforts of government and 
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leaders in areas of increase productivity (Petcharate & Zaman, 2019). The development 
of a parastatal depends on its workforce. Lack of strategies toward police performance 
improvements comes with far-reaching disadvantages both to an officer and to the 
government (Petcharate & Zaman, 2019). Some of the demerits of not establishing 
strategies for police officers' performance improvement include frequent absenteeism 
from work and low performance (Khedhaouria et al., 2017). Police officer's performance 
plays a significant part in national and global development strategies (Petcharate & 
Zaman, 2019). Government leaders could not sustain growth without sound strategies 
geared toward police officer performance improvements and motivation (Lee, 2018). 
Ramaswamy (2019) opined that most countries, large or small, want to invest in 
strategies and areas that support the availability of trained or trainable officers with 
potential to performance improvement. 
Lack of Police Engagement 
To be successful in attaining goals and objectives, government leaders need to 
pay attention to their security officers and constantly be on the lookout for ways and 
means of keeping the officers engaged (Khedhaouria et al., 2017). Over the years, 
countries have incorporated officers' engagement and development in their national 
strategy, but scholars and researchers are studying new ways of officers' engagement 
(Petcharate & Zaman, 2019). Police officers' engagement and development are necessary 
for all countries to secure and remain peaceful and maintain their growth orientation 
(Marnewick, 2017). Lee (2018) opined that police officer development is the process of 
increasing the knowledge, skills, and capacities of the officers. With engaged officers, 
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leaders will not only experience high rates of performance and retention but will also 
realize increased security (Lee, 2018). The lack of police officers' engagement is one of 
the dangers facing most countries which undermine the efforts of leaders in the area of 
terrorism, and crime (Petcharate & Zaman, 2019). Unengaged police officers pose several 
disadvantages to the country than engaged police officers (Silvius et al., 2017). 
Nonengagement of police officers does not only result in frequent absenteeism from work 
but also increase insecurity and crime rate (Petcharate & Zaman, 2019).  
Organized Corruption 
Corruption which crept into the Nigeria Police Force has gradually assumed 
greater dimension in recent times (Enweremadu, 2019). Enweremadu (2019) inferred not 
only are individual officers involved in corrupt practices, but evidence also abound of 
officers' involvement in organized acts of negligence and conspiracy with unknown 
persons to perpetuate the following offences: (a) escape from lawful custody, (b) 
obtaining money from suspects for the closure of case files, (c) escorts of contra-banned 
and stolen goods, and (d) stealing from suspects and accident victims. Other corrupt 
practices are receiving bribes in order not to arrest crime suspects, receiving bribes from 
a person to arrest an innocent citizen who is not in good terms with the bribe giver, the 
supply of police arms and uniforms to armed robbers for a fee, divulging information 
about complainants to criminals for a fee, stealing from the crime scene, and receiving 
bribes and failing to enforce the law against motorists who contravene the law or failing 
to search vehicles that may be carrying prohibited items (Akinlabi, 2017). 
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In-Fighting Among Senior Officers for Promotion 
One of the worrisome problems which have impeded effective relationship 
amongst senior officers and hampered cooperation among such officers is in-fighting for 
promotion and posting (Mortlagh et al., 2017). Efforts are being made to correct this by 
ensuring that fairness, seniority, federal character, good performance and above all, merit 
are observed in promotions, postings, appointment and, discipline by the Police Service 
Commission (Mortlagh et al., 2017). In all such exercises, due diligence will be followed, 
and all deserving officers’ consideration will be given the needed attention except where 
it has been established that an officer is either facing disciplinary action, or has an 
outstanding disciplinary action against him or her (Mortlagh et al., 2017). The moment 
the pending matter against him is cleared in his favor, his due rank shall be given him 
with immediate effect (Mortlagh et al., 2017). 
Unlawful Exercise of Authority 
Another factor which has seriously impacted negatively on the performance of the 
Nigeria Police is unlawful exercise of authority by officers and men (Bell & Schreiner, 
2018). This aspect of policing has attracted public condemnation and in some cases, 
needless litigations by aggrieved members of the public resulting in huge claims against 
the Nigeria Police Force and the Police Service Commission (Bell & Schreiner, 2018). 
Officers must therefore familiarize themselves with extant rules and regulations which 
they must use as guide in the performance of their day to day duties (Bell & Schreiner, 
2018). These include the constitution of the Federal Republic of Nigeria, 1999, Force 
orders and Regulations, the Police Service Commission (Establishment) Act 2001, public 
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Service Rules, and Financial Regulations (Bell & Schreiner, 2018). Police officers 
involved in an unlawful exercise of authority resulting in litigation and award of damages 
will be personally held liable (Bell & Schreiner, 2018). Some of such cases for which the 
Police Force and the Police Service Commission have been frequently taken to court 
include among others: (a) dismissal from the force without due process; (b ) use of Police 
Officers to unlawfully eject tenants/occupants from houses;(c) performance of illegal 
duties such as conducting an illegal search on persons and houses; (d) indiscriminate 
arrest and detention; (e) extra-Judicial killings (as in Apo Six); (f) escort of contraband 
and stolen goods by police officers, and (g) unlawful use of Policemen in disputed land 
matters which are purely civil (Watson et al., 2018). It is important to note the fact that 
"the duties of the office of the constable are imposed by law, and they cannot be widened 
or restricted by any superior officer or administrative authority. "A constable is not an 
"agent", but is personally liable for any act over his authority, and he cannot plead that he 
is obeying the orders of his superior officers (Watson et al., 2018). 
Noncompliance with Regulations by Police 
One of the problems that have inhibited policing is noncompliance with extant 
rules and regulations, procedures and established police practices (Hedberg et al., 2017). 
One gets the impression that the problem may be due to lack of knowledge of such 
regulations, procedures or unwillingness to take advantage of such practices by officers 
to enhance their work output and career prospects in the Force (Hedberg et al., 2017). 
Officers are encouraged to use the law as a guide in the performance of their duties. To 
enhance their effectiveness, therefore, officers are expected to familiarize themselves 
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with police manuals, force orders and regulations, procedures and traditions, as ignorance 
of procedures and regulations may impede their performance and consequently their 
progress in the Force (Hedberg et al., 2017). 
Leadership and Motivation 
Police officers want reasonable compensation for the work they do, while 
government leaders want personnel to feel they are getting their desire (Abdelmotaal & 
Abdel-Kader, 2016). Money is the primary engagement instrument for companies 
(Abdelmotaal & Abdel-Kader, 2016). Money is the key strategic business leaders use for 
inspiring and engaging employees (Abdelmotaal & Abdel-Kader, 2016). Money is the 
most fundamental factor in engaging and motivating employees to attain greater 
productivity (Lee, 2018). Scholars have shown that rewarding police officers could cause 
satisfaction, which has a positive impact on officers' performance (Abdelmotaal & 
Abdel-Kader, 2016). Police leadership should adopt rewarding employees as a strategy 
that may contribute to employee performance improvement, company effectiveness, and 
profitability (Silvius et al., 2017). Many organizations use salaries, overtime pay, and 
promotions to encourage and engage staff to achieve a high level of performance 
(Petcharate & Zaman, 2019). 
Lack of Leadership Support. In 1978, Thomas F. Gilbert developed the 
behavior engineering model. As an engineer, he applied his understanding of the process 
of technological improvement to human beings. Gilbert lectured that absence of 
performance support, not a person's lack of knowledge or skill, was the greatest barrier to 
exemplary or worthy performance, and he advised business leaders to focus on variables 
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in the work environment before addressing an individual's variables. Gilbert (1978) 
developed the behavior and environment registers of the behavior engineering model 
within the basic framework of the Skinnerian operant behavioral model. Gilbert described 
the paradigm as the ABC theory: Antecedents lead to behaviors, which, in turn, lead to 
consequences. According to Gilbert, behaviors can generate stimuli, which, in turn, can 
lead to reinforcing or aversive consequences. The reward or punishment value of the 
consequences increases or decreases the probability of future repetition of the behavior. 
Gilbert identified six variables necessary to improve human performance: information, 
resources, incentives, knowledge, capacity, and motives. Gilbert posited that absence of 
performance support at police officer work, rather than an individual's lack of knowledge 
or skill, was the greatest barrier to exemplary performance. Police leadership should 
focus on variables in the work environment before addressing an individual's variables 
(Gilbert, 1978; Martens & Carvalho, 2017). The conditions in the work environment are 
critical to an individual's level of performance. 
Police officers in Lagos lack information on how to prepare for performance 
improvement that may enhance their knowledge on the requisite skills needed to protect 
lives and property. However, past studies hinge some of the challenging factors on 
welfare, recruitment and job placement (Maduka, 2014). These studies did not offer 
suggestions on how police officers could attain requisite information to improve 
performance. However, a study conducted on the impact of training in the Nigeria Police 
Force covering the five states under Zone 9 Command, Umuahia by Maduka (2014) 
underscore the effect of inadequate training of officers and inappropriate deployment of 
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those trained to areas they can utilize their skills and competence. The author considered 
human resource development that updates the knowledge, skills and behavioral attitude 
of the workers crucial in enhancing the present performance of police officers and in 
preparing them for the immediate future. 
Lack of Knowledge of New Technology. The technologies of capacity-building 
cover power instruments that the EU utilizes to act upon the bodies, personal 
competences, legal and administrative routines and technical exercises within the district 
(Isleyen, 2018). Capacity-building relies extensively on training, which is a form of 
disciplinary power that aims to train skills and capacities to correct abnormalities 
(Isleyen, 2018). Universities offer a wide range of training programs that entail corrective 
interventions and the normalizing gaze of examination (Isleyen, 2018). By targeting their 
skills, capabilities and behavior training promotes policing that reflects professional, 
productive and useful conduct towards the political governance of the population. 
Police Legitimacy and Stakeholder Engagement 
Police legitimacy is a concept of making the police profession attractive and 
dignify in a country. To adequately ensure the legitimacy of the police force, the three 
arms of government; the legislature, executives, and the judiciary must express their 
support and buy-in of the performance position of the police force in the country. In 
terms of the initial design, police agencies should consider engaging outside early 
intervention experts, agency personnel and external stakeholders in a round table 
discussion to help inform the system's design, implementation and potential challenges. 
This includes identifying appropriate performance indicators, thresholds, interventions, 
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outcomes and follow-up. Police experts and scholars agree that an agency's thresholds 
should be based on its history and culture, including a review of the number of past 
incidents involving the agency and its officers (Gullion & King, 2020). The types of 
performance indicators in an early intervention system are crucial. Agencies that only 
include complaints or use of force (UOF) fail to gain the full picture of officer 
performance (Gullion & King, 2020). 
Given that an early intervention system is for supervision and mentoring rather 
than discipline, the system should capture positive as well as adverse performance 
indicators. While there is no consensus on the correct or most significant number of 
performance indicators, promising practices recommend a broad range of indicators 
(Gullion & King, 2020). Police agencies can select as many indicators as suits their needs 
while recognizing that accurate and real-time data are crucial to the system's effectiveness 
(Gullion & King, 2020). Police legitimacy and a diverse police force are often seen as 
complementary interests, where diversity improves legitimacy and legitimacy improves 
success in recruiting for variety. Two important concepts that define police legitimacy are 
shared-values and lawfulness. The message becomes clear that laws must come from a 
shared value system and be enforced in a manner that is acceptable to those being policed 
(Rossler et al., 2019). Police agencies that are racially representative of the communities 
they police may help to reduce racial bias or the perceptions of racial bias (Rossler et al., 
2019), and thereby increase police legitimacy in those communities. To increase the 
representativeness of their agency as a pathway to legitimacy, departments must have 
success recruiting officers of color. Recruiting officers of color is certainly not a new 
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challenge to police leadership. Previous research has identified many barriers to the 
successful hiring and retention of nonwhite officers including a lack of trust and respect 
for the police, direct or vicarious experiences with negative police practices, a lack of 
awareness of opportunities and selection criteria that disproportionately screen out 
applicants from underrepresented communities (Rossler et al., 2019). Despite the 
identification of these barriers, and an ostensible desire among departments and 
organizations alike to recruit more police officers of color, the representation of black and 
African-American officers has only increased from 9 to 12percent since 1985 (Rossler et 
al., 2019). 
The legitimacy of police can be further enhanced through system thinking. 
Systems thinking is concerned with the interrelationship between constituent parts and a 
functioning whole (Moizer et al., 2015). System science as a discipline has both breadth 
and depth, but specifically within this, systems modelling can be used to increase 
understanding of complex systems through the exploration of cause-effect decision 
making, often where feedbacks exist. Scenario thinking can be used to identify the key 
driving forces for change which assist model builders in determining the system scope to 
be modelled. Complex decision making in the public sector organizations is widespread 
within large government departments who have to manage an array of often competing 
stakeholder expectations when deciding between alternatives (Moizer et al., 2015). 
Cross-sectional Operation Research techniques have been developed to support detailed 
decision making but without always being able to consider the longitudinal implications 
for following a particular course of action (Moizer et al., 2015). Dynamically complex 
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issues inherent to public sector organizations can be addressed by understanding the 
underlying systemic structure and resulting behaviors (Moizer et al., 2015). 
Establishing and sustaining legitimacy may be particularly challenging in 
jurisdictions where the police are involved with indigenous communities (Griffiths & 
Clark, 2017). Studies have found that First Nations people often do not trust the police 
and have lower levels of confidence in the police than their non-First Nations 
counterparts (Griffiths & Clark, 2017). A contributor to this situation is that, historically, 
the police have been a component of colonization and used as an instrument to enforce 
government policies that had a negative impact on indigenous cultures and communities 
(Griffiths & Clark, 2017). This legacy has contributed to contemporary relations that 
have often been characterized by mutual suspicion and distrust on the part of both the 
police and indigenous communities (Griffiths & Clark, 2017). The importance of First 
Nations peoples having trust and confidence in the police assumes even greater 
importance in communities that are afflicted by high rates of crime and disorder. Distrust 
of the police can lead to under-reporting and to a lack of cooperation with police 
investigations and to the perception and experience that police officers are indifferent to 
the plight of victims (Griffiths & Clark, 2017). 
In light of the perceived stakeholders' value of support, numerous organizations 
have seized upon mentoring programs as a way to enhance their employees and 
organizations' performance (Gill et al., 2018). Formal mentoring programs have also been 
established to help overcome work-related issues (Gill et al., 2018). These mentoring 
programs establish formal dyads wherein a senior employee is expected to provide career 
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and general support to a junior employee (Gill et al., 2018). The extant literature suggests 
that both the career and psychosocial function of mentoring is likely to improve mentees' 
mental health and, potentially, to reduce their anxieties. Career-related support can lead 
to higher job performance ratings and enhanced satisfaction (Gill et al., 2018).  
Career-related support would also be expected to deliver emotional and mental 
health benefits by creating trustful relationships in the workplace (Gill et al., 2018): 
mentees experience a greater cohesiveness and have confidence in the holistic support of 
their mentor. Psychosocial functions include counseling and friendship, which provide 
mentees with an increased sense of competence, effectiveness, and self-worth (Gill et al., 
2018). Although mentoring programs are increasingly widespread and are included in 
training tactics in many different army and security force contexts, research on their value 
in such contexts is still sparse (Brunetto et al., 2017). A study of formal mentorships in 
Taiwan's army highlights that mentoring programs help freshmen cadets adjust to 
military life (Brunetto et al., 2017). Consistent with previous mentoring research 
(Brunetto et al., 2017), the authors provide empirical evidence indicating the critical role 
that formal psychosocial mentoring plays in assisting the protégés' commitment to a 
military career, their higher satisfaction, and reduced stress (Brunetto et al., 2017). 
Frenking (2016) identified the primary duty of government leaders is to protect 
lives and properties. Frenking (2016) described an engaged police officer as one who is 
willing to do a job right while at the same time being happy to do the job. Once engaged, 
an individual performs to his or her best (Marnewick, 2017). Government leaders may 
not recognize performance improvement efforts in which a link does not exist between 
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job performance and effort from officers (Abdelmotaal & Abdel-Kader, 2016). Police 
engagement is the degree to which an officer wants and chooses to engage in certain 
specified behaviors (Ramaswamy, 2019). Some scholars posited that police engagement 
is action-oriented, directed by both internal and external forces (Silvius et al., 2017). Lee 
(2018) noted that without police officer engagement and motivation, the ability of a 
government to train officers to be knowledgeable about the skills necessary to perform 
government tasks would prove difficult. Government leaders should establish their 
government goals about what they want to achieve from the citizens and follow up with 
thorough planning and implementation (Petcharate & Zaman, 2019). Government leaders 
can only realize meaningful results from performance improvement strategies with 
engaged officers (Petcharate & Zaman, 2019). The reason for this school of thought is 
that officers are social beings who need interactions from the government to fulfil those 
necessary social needs (Petcharate & Zaman, 2019). Lee (2018) rationalized that 
government must continuously solicit police officers' involvement and opinions because 
officers are part of the mechanism that ensure peace in the country. 
The stakeholders of police function are the citizen of the country as well as the 
government. Hu and Lovrich (2019) described early warning systems as data-driven 
programs to identify officers whose behaviors are problematic and then subject them to 
some type of intervention. These systems are in response to evidence that in most police 
departments, a small percentage of officers are responsible for a disproportionate share of 
citizen complaints (Worden & McLean, 2017). Hu and Lovrich (2019) indicated that 
since the advent of these systems in approximately 1980, about 40% of all departments 
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serving populations over 50,000 have implemented or plan to implement a program of 
this type. They tend to be more prevalent in municipal police departments than in sheriff's 
departments (Worden & McLean, 2017). According to Hu and Lovrich (2019), the three 
main components of an early warning system are: (a) identification of officers with 
problematic behavior; (b) intervention to correct the problem; and (c) follow-up with 
those who have received intervention. There is no established standard for inclusion in an 
early warning system intervention program (Worden & McLean, 2017). Nwozor et al. 
(2020) argued that the threshold for inclusion in these programs should be low enough to 
call attention to officers before they repeatedly use excessive force against the public. 
Nwozor et al argued against what they termed as light-handed counseling for such 
behavior and transferring the problem officer to another area.  
The stakeholders can help provide solution-focused cognitive-behavioral 
leadership to execute coaching system for competencies improvement. Coaching can 
indeed be effective in helping people deal with workplace stress. But more needs to be 
achieved in this arena. We need to develop evidence-based coaching approaches that help 
prevent workplace stress, fatigue, and burnout, and solution-focused cognitive-behavioral 
leadership and executive coaching have great potential in this regard (Grant, 2017). 
solution-focused cognitive-behavioral coaching can be defined as an approach to 
coaching that is primarily focused on the development of personal strengths and on 
defining and attaining practical solutions to problems rather than analyzing the nature or 
etiology of the presenting problem (Romosiou et al., 2019). Drawing on cognitive–
behavioral theory this approach to coaching posits that goal attainment is best facilitated 
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by helping people understand the reciprocal relationships between the environment and 
their thoughts, feelings, and behavior and finding ways of structuring these to best 
support goal attainment (Grant, 2017). The solution-focused cognitive-behavioral 
approach to coaching supports people in reaching their goals by helping them (a) identify 
potential outcomes; (b) articulate specific goals; (c) identify resources and options and 
formulate action plans; (d) identify personal strengths and build self-efficacy to enhance 
motivation; (e) regularly monitor and evaluate progress; and (f) modify actions based on 
evaluation of progress (Jorgensen et al., 2016). 
To ascertain the legitimacy of the police force, policing is often considered a 
career that is wrought with many ethical and moral complexities, creating a landscape 
filled with many grey areas (Graycar & Masters, 2018). As a profession, policing allows 
one to act with little supervision from others, yielding a significant amount of latitude in 
their decision-making process. Police officers also act as agents of formal social control, 
giving them the power to exert more influence and control on the lives of other people 
(Graycar & Masters, 2018). The potential for abuse in this position has led to studies 
investigating the concept of police integrity, where researchers set out to explore the 
ability of police officers to resist the temptations of power inherent within the policing 
profession. Police corruption, or the abuse of authority for personal gain (Hutahaean & 
Indarti, 2020), has been an issue of central importance within the police profession and 
within the academic community (Rowe & Macauley, 2019). 
While the term corruption has morphed into other vernacular, such as integrity 
and most recently, legitimacy and trust, the need for police departments that are 
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trustworthy remains a critically important feature of police-citizen cooperation. Rowe and 
Macauley (2019) described police integrity as "the normative inclination to resist the 
temptations to abuse the rights and privileges of their occupation" (p. 5). An expansion of 
this concept views police integrity as the product of policing behavior and a citizenry's 
perspective of their police department's behavior (Gottschalk, 2017). Therefore, integrity 
can be construed as an end result of sorts, encompassing prior ethical experiences and the 
summation of new experiences that influence a police officer's perspective (Gottschalk, 
2017). 
In promoting stakeholders to participate in the affairs of national security which 
the police force makes the lead, most people would agree that policing is concerned with 
reducing crime, either through preventive or detective work, maintaining public order, 
ensuring road safety and responding to calls from the public for assistance (Doig, 2018). 
Intellectual capacity in the police can be categorized as human knowledge and skills of its 
staff and organizational knowledge base in the form of policies and procedures, 
contingency plans and computerized databases (Doig, 2018). Customer capital, given the 
involuntary nature of police customers whether as suspects, witnesses or victims and the 
monopoly position of the public police force in each geographic area, is limited to the 
support of the general public necessary for policing to be effective in the community 
(Doig, 2018). What is important about intellectual capital as it applies to policing is the 
implicit importance, not of the investment in the stock of intellectual capital, but of the 
flow and utilization of that stock in pursuing the purposes of policing, i.e. intellectual 
capacity. The concern of this paper is with the utilization of that intellectual capacity. In 
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the next section, this paper describes the acquisition and maintenance of IC in policing 
(Doig, 2018). 
Stakeholders would be effectively managed through the use of information and 
communication technology in the country. Digital forensics has emerged in the last 20 
years in response to how technological developments have impacted on the examination 
of crime. It encompasses the extraction, examination and interpretation of data from a 
range of personal and interconnected devices, including mobile phones, computers, 
navigation systems, gaming consoles and increasingly, the internet of things. It also 
extends to communication information and metadata from remote sources such as 
websites, social media and IP logs to obtain intelligence for ongoing investigations and 
provide evidence for criminal proceedings. Once confined to fraud inquiries and child 
sexual abuse cases, digital forensics has become key to the future of crime investigation 
(Wilson-Kovacs, 2020). Critical to supplying evidence for most types of offences, it can 
help establish sequences of events, patterns of behavior and alibis. Consequently, law 
enforcement agencies have encountered an unprecedented pressure to deliver timely and 
effective digital examinations (Wilson-Kovacs, 2020). 
On strategy to expand stakeholders' management in the police force, many 
organizations in recent years had included police force on project management 
techniques to attain certain pre-determined objectives (Packirisamy et al., 2017). The 
police departments also employ project teams to strengthen the maintenance of public 
order. In addition to the pursuit of exceptional performance, police departments pay 
attention to the demands of police personnel such as providing good working 
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environment, advancement opportunities, benefits, and compensation (Packirisamy et al., 
2017). Organizational research has typically concentrated on collective identification and 
only relatively recently has begun to focus on relational identification (Cuganesan & 
Free, 2020). A positive association is generally anticipated between relational and 
collective identification since both collective and relational identities stem from the 
interdependent self (Cuganesan & Free, 2020). However, as Cuganesan and Free (2020) 
made clear, relational and collective identification regularly operate separately. 
On the one hand, individuals may work together as cohesive groups due to 
commitment to group activities and outcomes without liking each other interpersonally 
(Cuganesan & Free, 2020), indicating the existence of collective but not relational 
identification. Conversely, people's experiences with, and perceptions of, groups often 
depend heavily on their social contacts and specific interpersonal experiences, rather than 
the pursuit of ideological beliefs and loyalty to characteristics claimed by the group 
(Cuganesan & Free, 2020), implying the predominance of relational over collective 
identification. Both aspects of identification are likely to have independent effects on 
what employees think and do in their workplace (Cuganesan & Free, 2020). 
Conflict Management and Performance 
Tension and community conflict, especially racial conflict, with local police is not 
a new phenomenon (Trochmann & Gover, 2016). However, debates surrounding the 
explanations for such tension remain polarized. In August 2014, in Ferguson, Missouri, 
after the police shot an unarmed black teenager, Michael Brown, the tensions between the 
majority-minority community and their mostly white police department erupted into riots 
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(Trochmann & Gover, 2016). While this one instance ignited awareness and launched 
protests on a national scale, Michael Brown is not an anomaly. These controversial 
stories, often accompanied by a lack of indictments for lethal injuries, have sparked a 
renewed national debate about the root causes of this community and racial conflict 
(Trochmann & Gover, 2016). Understanding whether more representative police 
departments leads to cooperation and feelings of police legitimacy are essential to 
productive police-community relations (Trochmann & Gover, 2016).  
One technique to operationalize community conflict is first to define the opposite 
pole (Trochmann & Gover, 2016). From this angle, scholarship on policing provides a 
breadth and depth of knowledge and insight on defining policing legitimacy (Trochmann 
& Gover, 2016). Police performance in fighting crime has been shown to be an 
insufficient basis for proving legitimacy and gaining community cooperation (Trochmann 
& Gover, 2016). Legitimacy leads to community cooperation, public consent, and 
effective policing by encouraging public trust (Trochmann & Gover, 2016). Legitimacy 
is central to the operation of all forms of authority, which cannot rely solely on power or 
control. Rather legitimacy relates to people's feelings about their internal obligation to 
obey social norms and rules and their feelings of responsibility to enforce shared values 
(Trochmann & Gover, 2016). The shared nature of values is also central to the question 
of representativeness of the police department (Trochmann & Gover, 2016). 
Policing cybercrime is a formidable task. Aside from a lack of a universal 
definition of cybercrime, the ambiguity of existing laws makes it difficult to punish 
illegal online activities. Furthermore, there is a dearth of police personnel who can 
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conduct cybercrime investigation (Paek et al., 2020). Culturally, as a conservative 
organization with a hierarchical command structure and a strong emphasis on street 
crimes (Paek et al., 2020), the police tend to place a low priority on cybercrime cases, 
which explains the few resources being allotted for the online offences as well as the low-
level awareness and knowledge about cybercrime investigation (Paek et al., 2020). 
Moreover, increasing demands placed on the police has added to the challenge of 
policing cyberspace. Beyond the traditional street crimes, police forces are called upon to 
respond to terrorist threats, human trafficking, identity theft and online fraud (Paek et al., 
2020) which have increased with globalization and technological advancements. 
Additionally, responding to the cases involving mentally challenge individuals require 
the police to take rehabilitative measures and work with public health agencies (Paek et 
al., 2020). 
A study of police agencies in the United States suggests that not all agencies are 
able to invest in specialized cybercrime units, except for the large agencies staffed with a 
sufficient number of non-sworn civilian employees (Paek et al., 2020). Therefore, 
internet service providers and users are often charged with the duty of monitoring and 
regulating activities in cyberspace. Despite the challenges, scholars have argued that 
police officers should be the first responders of cybercrime (Paek et al., 2020). However, 
studies that examine line officers' attitudes toward and experience with cybercrime cases 
show that they have little training or experience. In addition, officers may not believe that 
local law enforcement should be the primary responder for cybercrimes (Paek et al., 
2020). Besides a dearth of funds and resources (Paek et al., 2020), a lack of public 
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demand for aggressive law enforcement in cyberspace could contribute to the reluctance 
of local agencies to attend to online crimes (Paek et al., 2020). 
Fostering employees' informal learning and keeping competent employees, 
therefore becomes a key challenge of craft companies. Kortsch et al. (2019) proposed 
learning to gain insight into the current informal learning strategies of employees in 
German craft companies and the relation of informal learning strategies to employees' 
marketability. In particular, the well-established informal learning strategies such as 
learning from oneself, from others, and non-interpersonal sources, as well as a new form 
of informal learning especially relevant to digitalization, use of new media was 
examined. This study aims to investigate individual differences in combining informal 
learning strategies; informal learning strategy patterns, as well as how these strategy 
patterns are related to workplace characteristics. Although initial results support the 
positive impact of high autonomy and social support on informal learning (Kortsch et al., 
2019), there seems not to be a one size fits all solution. Additionally, the potential worries 
of companies when promoting employees' development by investigating the 
consequences of informal learning opportunities on internal and external marketability 
was considered (Kortsch et al., 2019). 
Police informal learning is initiated and self-directed by the employee, not 
structured by the organization (Kortsch et al., 2019). To learn informally, employees use 
different strategies. Several attempts have been made to structure the different informal 
learning activities as well as distinguished reflective and interpersonal such as asking 
colleagues activities (Kortsch et al., 2019). Based on these studies, Kortsch et al. (2019) 
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differentiated three groups of informal learning related to the source of insight: Informal 
learning from one self means that learners only use themselves as a learning source 
without falling back to other personal or non-personal sources; realizing an error and 
reflecting on it. Informal learning from others focuses on how learners use other 
individuals as a learning source (e.g. observing a colleague). Learning from non-
interpersonal sources entails learners using external learning sources which are not 
people (Kortsch et al., 2019). 
Omole (2017) conducted a study and identified inadequate personnel education 
and training; inadequate funding; weak internal governance, control and discipline; 
inadequate public support and confidence; and relentless but covert political interference 
as overarching challenges confronting the Nigeria Police. Respondents however pointed 
at the poor level of education and quality of many police officers, ineffective police 
training and lack of continuous professional development that engenders goal fulfilment 
as key factors impacting officers' ability to acquire the requisite skill to protect citizens' 
lives and property (Omole, 2017). 
More still, performance measures are used to determine the effectiveness of 
service delivery. Effectiveness measures the extent to which an activity contributes to the 
achievement of the stated goals, objectives, or targets (Okello, 2018). For example, an 
activity such as police training may be very efficient in terms of cost per trainee, but its 
effectiveness will depend on the usefulness of the trained police officer, his reliability and 
responsiveness to public service calls (Okello, 2018). When a direct evaluation of the 
benefits arising from local services is not possible, the demand for services that are 
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subject to quality standards could be measured through citizen surveys, studies of local 
economic conditions, tallies of requests, compliments or complaints received, or expert 
evaluations. In this way, a measure of the value of the service provided can be estimated. 
Thus, effectiveness measures the success not only of doing things, but also of doing them 
to citizens' satisfaction (Okello, 2018). 
Given a set of indicators available for outputs and inputs of a project, the question 
becomes how one should evaluate the information offered by them (Kai-ting, 2015). But 
to assess whether a given level of measure indicates good or bad performance, one has to 
rely on comparisons. For this purpose, one has to establish benchmarks based on the 
history of an enterprise and the experience of others (Kai-ting, 2015). Benchmarks reflect 
efficiency and productivity or best-practice procedures, depending on what types of 
indicators are more appropriate for performance assessment (Kai-ting, 2015). Also, 
benchmarks are best-practice standards defined by experts or the performance of actual 
enterprises that are comparable with the one under review. Despite the fact that over the 
years much progress has been made in the evolution of the concept from performance 
appraisal to contemporary competency-based performance management, the system is 
still considered flawed because it has neglected the essential moral issue in the notion 
(Kai-ting, 2015). 
Kai-ting (2015) evaluated that the true antecedent of formal performance 
appraisal cannot be exactly traced. It is safe to speculate, however, that annual 
performance appraisal of workers began with the advent of the Industrial Revolution in 
the late eighteenth century when the idea of the division of labor was recognized. The 
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rating of performance was introduced in the 1920s as a means of monitoring the 
productivity of workers within an organization (Kai-ting, 2015). Later, the Hawthorne 
Studies in the1930s enlightened researchers that the relationship between fellow workers 
played a significant role at work and the only way to increase their productivity was to 
motivate them at work (Kai-ting, 2015). Merit rating then became the dominant way of 
assessing the performance of individuals in organizations in the1950s (Kai-ting, 2015). 
Criteria for Measurement of Performance in the Police Force 
Implementation of a performance measurement system in the police force has 
several advantages. It allows providers and consumers to compare performance over time 
and across similar agencies referred to as benchmarking. It strengthens accountability 
because consumers and taxpayers are in a better position to evaluate the services 
provided given the cost of producing them and, therefore, are in a better position to judge 
whether service provision is effective and efficient. It enhances transparency because 
citizens observe and monitor activities more closely. Performance measures reinforce 
managerial accountability (Okello, 2018) and often provide an incentive to stimulate staff 
creativity and productivity. Performance measures further help providers develop budgets 
based on realistic economic costs and benefits rather than historical patterns (Okello, 
2018) 
Another reason why the police need values in guiding their behavior is because of 
their enormous amount of power and discretion over the rest of the community. Gupta 
(2019) gives a vivid explanation of police authority as being related to the need for 
rational individuals to cede some part of their freedom to governmental control. He 
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asserts that the source of police authority derives from the fact that police are perceived 
to be “in the know” concerning the matters over which they have jurisdiction and the 
discretionary power that they possess. As a result of this authority, ethical behavior is 
considered of paramount importance as a form of the social contract between the police 
and the community. Gupta (2019) has vividly explained the nature of police discretion as 
seen in this light – the use of police discretion is guided by virtually no legal standards at 
all because all options are within range of each police constable’s legal powers and at this 
point, the constable’s statutory discretion becomes “independent”. This feature is also 
unique among bureaucratic organizations like the police, in which discretion is greatest at 
the lowest level of the hierarchy. Gupta (2019) points out that police discretion is an 
essential component of good street policing because of its potential for adverse impact on 
citizens’ rights (Gupta, 2019). 
When a range of other community characteristics was considered, cities whose 
police agencies were reportedly delivering policing services more closely aligned to a 
community-oriented policing (COP) model had greater numbers of sustained complaints 
of excessive force. McCarthy et al. (2019) examined the impact of the introduction of 
COP on citizens’ experience of police mistreatment and misconduct in a disadvantaged 
neighbourhood in Trinidad. While there were no significant changes in perceptions of 
police use of excessive force, they found an increase in citizen reports of personal 
experiences of mistreatment by police (McCarthy et al., 2019). In attempting to 
understand these results, authors from both studies identified challenges in measuring 
COP, noting that police agencies may deliver a broad range of policing initiatives under 
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the banner of COP and, additionally, that increasing the quantity of police-citizen 
contacts in disadvantaged or distressed communities may not always result in positive 
experiences for citizens (McCarthy et al., 2019). 
In its earliest incarnations, COP was explicitly designed to increase satisfaction 
with the police, to re-build legitimacy, to reduce the fear of crime and to forge better 
relationships with communities (Barton & Beynon, 2016). As COP is more an operating 
philosophy than an operational strategy or intervention, it is non-prescriptive in terms of 
the nature of the policing operations that are delivered as a part of COP (Barton & 
Beynon, 2016). The popularity and social desirability of COP, alongside its loose 
conceptual and operational specifications, has led to a wide variety of policing strategies 
being employed under its umbrella, and also being co-opted as a vehicle to achieve a 
broader set of outcomes such as reductions in crime (Barton & Beynon, 2016). Several 
researchers have attempted to distil the core dimensions or components of COP to bring 
some coherence and consensus to its conceptualization (Barton & Beynon, 2016). 
In line with all other public services, the police service has increasingly become 
the focus of scrutiny, with the current government intent on reform (Shjarback, 2018). 
Underpinning all of the intended legislative changes has been the Government’s 
emphasis on improving the performance of public services, and on the police service in 
particular (Shjarback, 2018). To date it has relied to a large extent on performance 
measurement as a proxy for comparing individual police forces, this has not however 
been without its critics with the “police” consistently complained that inter-force 
comparisons were “unfair.” As a result, the notion of most similar force (MSF) groups as 
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a mechanism for comparison has been adopted in recent years, in part due to the wide 
variations in geography and demographics it is not possible to construct national league 
tables for the 43 police forces in England and Wales. Thus, with the movement away 
from national league tables, the only elucidation of the relative performance of a police 
force is with respect to its MSF group (Shjarback, 2018). 
The Nigeria Police Force intends to use officers who are already serving in the 
police force to carry out the polygraph exercise (Esiomeme, 2019). It is unlikely that 
these officers had already taken the polygraph test before they were recruited as police 
officers as the polygraph test was introduced into the system in 2016. It is also unlikely 
that a comprehensive review of departmental staff has been carried out over a period of 
time, where a weak “Know Your Employee” and internal control measures abound, 
corporate losses due to corruption and money laundering increases (Esiomeme, 2019). 
Let us take, for example, a police officer has been selected as an examiner for the 
polygraph test, and the person who is seeking to take the test approaches the examiner 
before the test with a huge sum of money. If the examiner goes ahead to accept the 
money, he or she may just interpret the charts from the polygraph results wrongly. There 
is no way anyone will be able to detect foul play since the examination is going to be 
conducted by in-house staff. The above scenario is very likely to happen as a 2017 report 
by the United Nations Office on Drugs and Crime, and the National Bureau of Statistics 
revealed that the highest prevalence of bribery in Nigeria, at 46.4 per cent, is about police 
officers (Esiomeme, 2019). 
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The Nigeria Police Force has said that it will subject successful candidates in the 
ongoing recruitment exercise to the polygraph test (Esiomeme, 2019). This was made 
known in a statement by the force spokesman, a Deputy Commissioner of Police, 
Esoimeme (2019). What this means is that the polygraph test is only required for 
prospective candidates and not police officers who are already working in the police 
force. While the above measure may curb corruption in the police force for new recruits, 
it is unlikely to curb corruption among current employees. The report was released by the 
International Police Science Association and the Institute for Economics and Peace, a 
nonprofit organization that brings together experts, researchers and scholars concerned 
with security work from all over the world. The indices used in accessing 127 countries 
from 4 key areas, namely, capacity, process, legitimacy, and outcomes, aim to measure 
the ability of the security apparatus within a country to respond to internal security 
challenges, both now and in future (Esoimeme, 2019). 
The competences of a police officer to identify and prevent domestic violence is a 
concern in Nigeria. The term “domestic violence” can reasonably be enlarged to include 
all violence that takes place in domestic or familial settings. In Nigeria, some pieces of 
legislation recognize that domestic violence can include all violence that occurs within 
the home, including between employers and employees within the home, between parents 
and children and between siblings (Onyemelukwe, 2018). The expanded definition of 
domestic violence recognizing violence beyond intimate partner abuse is appropriate and 
essential and enables interventions to be developed and implemented for all kinds of 
violence that occur in a domestic setting. To address this scourge, several pieces of 
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legislation have been enacted in the past decade at state and federal levels in Nigeria to 
combat gender-based violence, including domestic violence (Onyemelukwe, 2018). The 
most recent of these is the Violence Against Persons. The Gender Equality Opportunities 
Bill (Onyemelukwe, 2018) is currently undergoing the enactment process 
(Onyemelukwe, 2018). 
Generally speaking, in relation to domestic violence, law is often based on 
criminal law. This law defines domestic violence as an offence (Onyemelukwe, 2018). 
The law in this instance may be general criminal law which prohibits assault. Laws 
developed specifically for domestic violence typically go beyond physical assault but 
may criminalize emotional or physical harm to women and others within a family or in a 
domestic relationship (Onyemelukwe, 2018). Law, including law as found in case law, 
also provides for compensation in the civil realm where domestic violence, however, 
defined, has occurred. Laws developed particularly for domestic violence typically also 
provide for civil protections such as protective orders. The legislation provides a firm 
underpinning for effective, coordinated, legal action against violence against women, 
including domestic violence. Law offers positive attributes of sustainability, providing a 
foundation that can survive successive governments (Onyemelukwe, 2018). 
The administration of justice sector in Nigeria is made up of several organizations 
and agencies both at the federal and state levels that are responsible for the administration 
of justice and maintaining law and order (Oduntan, 2017). They share responsibility for 
the smooth and safe running of the country by regulating and maintaining peace, 
detecting and stopping crime, dealing with offenders and overseeing the security of the 
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state (Oduntan, 2017). For the purposes of my submission, Nigeria’s administration of 
justice sector includes institutions within the purview of the Ministry of Justice, 
paramilitary organizations, law enforcement institutions, anti-corruption agencies, 
professional bodies, the military, intelligence services, judicial and quasi-judicial bodies. 
Most importantly, the protection should be realistic and genuine (Oduntan, 2017). 
Nothing will create havoc on morale and break the confidence of staff more than having 
to watch or learn that the protection of a whistleblower is merely illusory. This is more so 
in relation to command structure organizations like the police, customs and immigration 
(Oduntan, 2017). 
Healey and Stephen (2017) appraised the competencies of police from a 
technology perspective. Since wearable technologies augment the human gaze, our 
understanding of the ethics and politics of augmented reality is of paramount importance. 
To an extent, Healey and Stephen (2017, p. 84) are correct to warn against digital 
dualism. The simple notion that only the offline world is “real”. Sensitivity to this 
tendency, including, for example, wariness toward the transmission. Model of 
communication does not inoculate scholarly–much less vernacular–discourse. Healey and 
Stephen (2017) argued contemporary media critics often locate the source of their 
concerns within networked technologies themselves; blaming “the Internet” for a range 
of social ills, without acknowledging the political-economic context of their 
development. In the process, such criticism loses sight of the democratic potential of 
digital technologies and veers instead toward cynicism (Healey & Stephen, 2017). 
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The comparison highlights the fact that wearable technologies can potentially 
address both types of needs. At the same time, authorities and other elites may perceive 
moral demands for recognition as “face threats” and often respond to the loss of face with 
defensive or aggressive face work (Healey & Stephen, 2017). Technologies can enable 
elites’ aggressive face work even while providing new avenues for activists. Similarly, 
elite users of new technologies may perceive skepticism of the technology’s value as 
interfering in their quest to meet their “higher”, post-materialist needs. In both cases, 
defensive face work may augment social privilege. Given these competing concerns, it is 
important to understand the social context in which technologies emerge to anticipate 
their long-term impact. We are concerned with what Healey and Stephen (2017) call the 
“organization of observability”–that is, how people’s actions are made available to each 
other for assessment or judgment. Without thoughtful development and policymaking, it 
is unlikely that new technologies will enable an organization of observability that serves 
the public interest (Healey & Stephen, 2017). Instead, such technologies are likely to 
augment already existing patterns (Healey & Stephen, 2017). 
Recent advancement of data warehousing and data mining tools are becoming 
popular in storing and analyzing large volumes of data for corporations and government 
agencies alike to help make strategic decisions (Rob & Srubar, 2016). There has been an 
increasing demand of centralized systems to store criminal information so that users can 
retrieve the information as necessary (Rob & Srubar, 2016). By making use of data 
warehouse technology, analysts could store and retrieve the “5 W’s of crime” – who, 
what, when, where and why (Rob & Srubar, 2016). In relation to a project named 
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COPLINK, Rob and Srubar (2016) discussed data mining of criminal texts collected from 
the web by the Arizona Police department and used various data mining methods to find 
relationships between crimes and the possible criminal groups associated with these 
crimes. While the twenty-first century has given government agencies a more transparent 
appearance, providing data to their citizens, this act alone does not guarantee that the 
citizens can reasonably expect to understand the volumes upon volumes of data at their 
fingertips through these online government portals (Rob & Srubar, 2016). 
The Police in Nigeria is regarded as lacking the ability to protect citizens who 
instead of being secured are subjected to police excesses (Okemuyiwa and Akeem, 2020). 
This portrayal of inefficiency and brutality sum the failure of the force in protecting life 
and property; and the imperative of addressing an obvious shortcoming. The Police Act 
which is the framework for training development was promulgated in 1943 is considered 
as an impediment contemporary policing practices due to the type of training content, the 
short duration for training and the low entry qualification for officers. Okemuyiwa and 
Akeem (2020) observe lack of commitment to training by relevant authorities which 
culminates in poor curriculum, low quality of both trainers and trainee officers with the 
consequent negative impact on the ability to prepare Nigeria police officers for 
performance improvement. 
Rethinking of Performance Improvement Strategy for Police 
Anderson and Tengblad (2016) reviewed the historical record of how handgun 
qualification and training has become a central focus of use-of-force (UOF) training. 
Shooting proficiency remained a central focus of police UOF training in the 
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21stcentury.Morrison and Anderson et al. presented an extensive analysis of police 
performance in live, real-world UOF incidents that resulted in an officer firing a weapon. 
The authors reviewed data that showed the “bullet hit percentages; the percentage of 
shots fired that strike” ranged between 15% and 40% including large cities such as 
presumably receive more extensive weapons training than smaller municipalities or rural 
areas (Anderson & Tengblad, 2016). Anderson and Tengblad (2016) concluded that low 
shooting accuracy might be attributed to the use of non-evidence-based, non-standardized 
UOF training not linked to real-world performance outcomes. In a survey study of 
Washington State police departments and UOF instructors, Morrison (2006) indicated 
recent police academy graduates displayed adequate skills, but lower ratings in terms of 
tactical and UOF decision-making (Anderson & Tengblad, 2016). 
Foundational research in the area of police performance revealed that high 
physiological stress arousal during critical incidents might shape the outcome of the 
incident, either for good or bad (Kang & Choi, 2019). Aspects of the fight or flight 
response can be detrimental to a UOF decision-making during critical incidents. These 
detriments include perceptual distortions, reduced motor skill, and impaired cognitive 
function (Kang & Choi, 2019). While classroom instruction is generally effective in 
providing officers a repertoire of situation-specific actions and decisions, simulated crisis 
scenarios allow officers to take what they learn in the classroom and actively practice the 
application while experiencing the perceptual, motor, and cognitive deficits that can 
occur in real life (Kang & Choi, 2019). In high-realism training scenarios, officers are 
placed in physical contexts that look, sound, and feel authentic; utilizing actors, simulated 
65 
 
injuries, weapons, and level of danger. Simulated UOF encounters should evoke a stress 
profile similar to the stress reactivity pattern of an officer encountering a real-life critical 
incident (Kang & Choi, 2019). 
Evidence supporting high realism scenario-based training comes from both the 
self-reports of officers and officer improvements in the use of deadly force (Kang & 
Choi, 2019). For instance, Kang and Choi (2019) found that realistic training under stress 
led to the improvement of pistol shooting performance among police officers. 
Researchers have shown police officers’ report enhanced learning when exposed to 
dynamic, high-realism scenarios compared to low-realism or non-dynamic scenarios 
(Kang & Choi, 2019). Undeniably, there is emerging interest in the effectiveness of 
reality-based training to facilitate learning among police officers. However, research is 
limited on high-realism UOF training among patrol police, and even less in regards to the 
training of SWAT police officers. The term SWAT (“Special Weapons and Tactics”) was 
be used throughout the manuscript for ease of reference (Kang & Choi, 2019). 
This theme of the community policing philosophy emphasizes an expanded police 
presence in cities in order to facilitate community capacity to exercise social control. 
Police are no longer expected to enforce the law but to provide a broad array of services 
aimed at increasing safety and order within communities. As Robinson (2003, p. 14) 
stated, “the challenge for police today and into the 21st century is to find creative ways to 
help communities help themselves”. The underlying premise guiding this expansion of 
the police role is that the police cannot solve community problems without the help of 
citizens and community agencies. Community policing advocates propose that the police 
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and the public ought to become “co-producers” of public safety, each contributing to the 
maintenance of law and order, because “together, police and public are more effective 
and more humane co-producers of safety and public order than are the police alone” 
(Robinson, 2003). 
Quality relationships with supervisors also occupy an important place in police 
work. Social capital theory identifies people with decision-making authority, such as 
supervisors, as “targets” who may be especially important contributors to one’s stock of 
social capital (Robinson, 2003). Officers rely on supervisors for information, support, and 
evaluations of their performance (Robinson, 2003). Positive relationships between 
officers and supervisors are so vital to efficient police work that programs specifically 
designed to increase positive interaction between the ranks have been suggested 
(Robinson, 2003). It is also important to remember that supervisor support is considered 
vital to the success of innovative, community-oriented police activities (Robinson, 2003). 
Without supervisor support, the implementation, as well as instrumental success, of these 
programs is considered unlikely (Robinson, 2003). 
While there is no evidence to suggest that college-educated officers behave 
differently on the street (Connelly & Torrence, 2018), more recent research finds that 
performance improves as education increases. For example, college-educated officers 
receive fewer complaints compared to their less-educated counterparts (Connelly & 
Torrence, 2018). Researchers who followed a cohort of officers for ten years found a 
positive relationship between college education and supervisor ratings of job knowledge 
(Connelly & Torrence, 2018). Connelly and Torrence (2018) found that officers with 
67 
 
some college or a college degree performed better and were more professional. Officers 
with more education therefore, may be more likely to engage in community policing 
(Connelly & Tottence, 2018). 
Gaps in Literature 
Previous studies have been on police performance management in the western 
world, conflict resolution and performance measurement (Andersen & Gustafsberg, 
2016; de Maillard, 2018; Ding et al., 2016). Core components of the training included (a) 
education about the physiology of the stress response system, energy management, and 
fueling for peak performance; (b) group instruction on how to use mental focus and 
visualization to enhance sensory perception and situational awareness in performance and 
non-performance set-tings; (c) instruction and use of biofeedback to practice engaging in 
controlled breathing exercises that have been shown to enhance SNS control during stress 
(Andersen & Gustafsberg, 2016). Despite these studies, none appear to provide 
understanding to the specific research problem area of lack of information on how to 
prepare for performance improvement that may enhance the knowledge of police officers 
on the requisite skills needed to protect lives and property in Lagos State, Nigeria. 
Some of the factors that could bridge these gaps were reported by Ding et al. 
(2016) who stated that a paternalistic culture with good conversation, less punishing for a 
mistake could achieve successful implementation of performance measurement system. 
Ding et al. (2016) claimed that transformational leaders could enhance employees’ self-
efficacy and cohesiveness, and established committed and high-performing workgroups. 
It implies that leadership style may as well play an important role in performance 
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management by influencing employees’ perception. Studying the diffusion of 
performance management requires an understanding of how this process drives change in 
police forces: how geographically and functionally different units are affected, 
accountability managed, performance defined, and data mobilized.  
Conclusion  
Performance management is a systematic effort to improve performance through 
an ongoing process of establishing desired outcomes, which includes setting performance 
standards, collecting, analyzing, and reporting streams of data to enhance individual and 
collective performance (Ding et al., 2016). Some practices which were deemed successful 
in commercial or private sectors were subsequently introduced to public sectors to 
develop new public management theory. Consequently, performance-oriented and 
results-driven management started blossoming in public agencies, which was different 
from traditional process-oriented and rule-driven management (Ding et al., 2016). Under 
the influence of this overwhelming trend of performance management, a set of 
performance management mechanisms have been established worldwide with a new 
performance culture, performance goals, performance indicators and performance 
management methods in police organizations (Ding et al., 2016). 
Scholars point out that performance management should ultimately result in lower 
employee absence, higher satisfaction, greater willingness to stay with the organization, 
and higher effort (Ding et al., 2016). Research related to human resource management 
which is closely linked to performance management concluded that HR practices and 
systems had been positively associated with employee well-being and organizational 
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performance in public sectors (Ding et al., 2016). Therefore, evaluation of performance 
management from employees is very important (Ding et al., 2016). It can help producers 
or managers know whether employees accept the current performance management 
system or not and think about the necessities to improve the performance management 




Chapter 3: Research Method 
The purpose of this qualitative study was to understand how police officers can 
enhance their knowledge on the requisite skills necessary to protect lives and property in 
Lagos State, Nigeria. This lapse is a result of inadequate training at the point of entry into 
the force as well as absence of on-the-job training or refresher courses (Onyeozili, 2005). 
Additionally, there is no deliberate effort on the part of relevant authorities to expose 
members of the force to contemporary policing issues to broaden their view on new 
attributes. This study may be significant to police officers who currently lack information 
on how they can be prepared for performance improvement that may enhance their 
knowledge on the requisite skills required to protect lives and property in Lagos State, 
Nigeria. The finding may encourage enriched training for police officers on performance 
improvement. 
In this chapter, I give an overview of how the research design derived from the 
study problem. The overview outlines the setting and sample, data collection and 
procedures, data analysis, trustworthiness, protection of participants’ rights, a review of 
the exploratory study and brief on presentation of the results. I also explain my role as the 
researcher in planning, implementing, and managing the entire research process (see 
Anderson & Tengblad, 2016).  
Research Tradition and Rationale 
It is obligatory to have a sound and appropriate research method for 
understanding a comprehensive and complete inquiry. It is well known and established 
that qualitative method and case study approach are more suitable in exploring the 
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complex behavioral procedures and how and why questions by providing contextual 
information about the investigated problem and allowing in-depth analysis to answer how 
and why questions (Yin, 2018). Qualitative research derives results from experience and 
observation through a combination of research skills and tools adopted to find, 
understand and explain facts and to explore psychological, sociological and cultural 
insights of study object through interactions (Kozleski, 2017). Quantitative methodology 
was not suitable for the study as it is appropriate in studying numerical relationship, 
statistical elements, and variables (Borrego et al., 2009). A mixed-method approach was 
also not adequate for the study as a mixed method is a combination of quantitative and 
qualitative research in a single study (Borrego et al., 2009).  
Case study research allows for variations regarding the intrinsic, instrumental, and 
collective strategies to analyze the data in qualitative and quantitative ways (Alam, 2019). 
The first foundation of the case study is the subject and relevance. In a case study 
approach, the researcher can isolate a small study group, an individual case, or a 
particular population. Unlike a scientific report, there is no strict set of rules, so the most 
important part is making sure that the study is focused and concise; otherwise, the 
researcher may end up having to wade through a lot of irrelevant information (Yin, 
2018). For this study, a qualitative exploratory case study design was used to gain an in-
depth understanding of how police officers can be prepared for performance 
improvement that may enhance their knowledge on the requisite skills required to protect 
lives and property in Lagos State, Nigeria. The case study approach was adequate to 
explore performance improvement for police officers while carrying out their civic 
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responsibilities. An exploratory case study was used as a tool and involved conducting 
semistructured interviews for data collection where the data were not quantifiable (see 
Borrego et al., 2009).  
Role of the Researcher  
In a qualitative study, the researcher is the primary instrument for data collection, 
using a personal lens for data collection and exploration (Peredaryenko & Krauss, 2013). 
In this study, I collected data using semistructured telephone interviews, document 
review, and note taking. Personal biases may affect the trustworthiness of the study when 
the researcher is the instrument of data collection (Parker & Henfield, 2012). Personal 
values and beliefs, demographic paradigms, and exposure to participants are some 
elements that may contribute to biases during data collection (Pezalla et al., 2012). 
Although I established a professional relationship with the participants, to avoid biases, I 
maintained a lack of personal or academic relationship with the population of the study. I 
also used an interview validation where experts appraised the interview questions before 
they were administered to the participants. I drafted an objective, nonparticipating 
colleague to review the draft before finalizing the interview questions. I also sent the 
questions to minimum of three expert of qualitative exploratory study to validate the 
correctness of the interview questions in providing the desired responses to answer the 
research question. Another point where bias may arise in the study is in the data analysis 
stage when results of the interviews are coded and interpreted for meaning. I used an 
unbiased peer to ensure the data are interpreted consistently and according to the 
intentions of the participants. 
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There was no resistance during the data collection process. To gain a reasonable 
number of participants, I approached the human resource department of the police to 
access the staff list that contains details of senior police officers to identify possible 
participants. The intended participants were informed of the purpose of the study to gain 
their confidence and requested to sign an informed consent before proceeding to the 
interview questions, as shown in Appendix. I sent a letter of expression of interest to 
possible participants to narrow down the final selection. 
Methodology  
Participant Selection Logic 
The inclusion criteria includes (a) police officers from the rank of ACP to DCP 
and CP, (b) police officers who have had 12 years serving experience in the police force, 
and (c) a police officer who has risen from the rank and file before attaining the current 
leadership position. The rationale for this criteria is the fact that these categories of police 
officer are more likely to have had experience, training and knowledge on the subject 
being employed by the researcher. 
The sample size of 10–15 was informed by reviewing other studies that used a 
range of eight to 12 participants (Alharbi et al., 2019; Flanders, 2017; Islam et al., 2020; 
Mjørud et al., 2017; Sibanda & Ramrathan, 2017). Further, the point of saturation should 
guide the number of participants in a qualitative exploratory study (Laverty, 2003). A 
sample of one can be theoretically sufficient (Dukes, 1984), and the number of 




The purposive sampling method was the primary strategy, and snowball sampling 
was a secondary strategy. Purposive sampling is a nonprobability sampling technique that 
is not representative of the sample (Gentles et al., 2015) but designed for a specific 
population with information on a specific research topic. Researchers must ensure the 
sample aligns with the research questions under investigation. Upon receiving the 
feedback from a prospective participant, I visited or put a call across to explain my 
purpose of the study further. I discussed the data collection process and requested that 
participant suggest date, time, and meeting place based on my criteria of a quiet place 
where security could be ensured and noise limited. 
Data Collection Procedures 
The primary data collection instrument in qualitative research is the researcher 
(Ho, 2012). The three data collection tools in the study were semistructured interviews, 
field notes, and a document review regarding the performance improvement activities of 
participants who have had prior knowledge, education, and experience relative to 
performance improvement. I use open-ended questions in collecting data from the 
participants in semistructured interviews, which allows the participants to provide 
answers based on their previous knowledge, education, and experience relative to 
performance improvement. Open-ended questions are important in data collection as 
participants were not limited to simple “yes” or “no” responses, and the semistructured 
interview process allowed me to ask follow-up questions for in-depth meaning to 
interview responses (Yin, 2018). 
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The document review process is an adequate method for collecting data needed to 
provide answers to the research question as well as to demonstrate methodological 
triangulation (Dworkin, 2012). Examination of documents is also an easy way to access 
information promptly (Dworkin, 2012). Document review allowed me to create a 
database of participants’ experiences. In examining records, I searched across a broad 
range of databases, such as papers, articles, and reports from the human resources 
department. The human resources department validated the information obtained through 
the examination of documents.  
The interview questions were sufficient to answer the research questions because 
they are directly and indirectly traceable back to the research questions. The interview 
protocol was structured to begin with questions to obtain demographic and background 
data from the study participants. The interview protocol was also used to get specific 
responses associated with performance improvement and recommendations on ways to 
improve the process. The interview protocol included open-ended questions to enable 
study participants discuss any issue or concern that the questions could not cover during 
the interview. The interview protocol tool may lead to a few additional follow-on 
questions and to a few questions that require clarification.  
Additionally, expert validation is a method of obtaining feedback from experts in 
research design (Anseel et al., 2015). Using the faculty available at Walden University, I 
sent the initial interview questions to nine experts on an exploratory case study and 
request them to review the quality and the alignment of the interview questions and share 
their expert opinion as to whether they believed the questions are capable of generating 
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data that would address the research question. I used the first three of the nine experts I 
received to modify the research question. The comments from minimum of three experts 
were helpful to revise the interview questions. The interview was tailored according to 
the interview protocol in which the interview questions were enumerated. 
Communication between me and the experts took place via email. 
After conducting each interview, I wrote memos, reviewed my notes, and 
determined if study participants were providing adequate answers to the questions. Based 
on this assessment, I adjusted the protocol by adding more interview questions or by 
clarifying the interview questions. Semistructured interviews are advantageous to the 
result of the study because: (a) the actual thoughts of the police officers constitute data, 
(b) potential to have robust study in terms of volume of research, (c) the certainty that a 
person is voluntarily providing knowledge through answering interview questions, and 
(d) an interviewer can capture an interviewee’s nonverbal cues during interview 
sessions.  
The disadvantages of using semistructured interview in this research study include 
(a) possibility of meeting with a participant at a time he or she might not be in the right 
mood for an interview, (b) possible inclusion of content that could have no relationship to 
the topic of the result of the study, (c) possibility of collecting more verbiage or less 
verbiage than might be appropriate for the study, and (d) possibility of misconstruing 
meanings, especially in situations where the interviewee does not pay attention to use of 
specific words (Radley & Chamberlain, 2012). 
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The data collection process lasted for 4 to 5 weeks. The data were recorded 
through an audio recorder and telephone recorder. After transcribing, I used member 
checking to follow up with the participants to validate the data collection process. The 
processes I followed were: 
• Contacted prospective study participants via email 
• Sent informed consent to prospective study participants 
• Study participants signed an informed consent 
• Conducted interviews using an interview protocol 
• Transcribed data 
• Study participants reviewed interview transcripts for accuracy 
• Made adjustments to the interview transcripts as needed 
• Manually coded the data 
• Organized the data collection with Nvivo 
• Wrote study results 
• Followed up as needed with study participants asking probing questions as 
needed 
• Provided a final copy of the study to each study participants 
I used member checking to capture the meaning of participants’ responses to the 
interview questions. Member checking is a process by which participants review and 
interpret their respective interview transcripts to validate their answers provided in the 
interview and to ensure that their meaning was captured (Fusch & Ness, 2015).  
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The semistructured interviews, field notes, and document review were used as 
tools to collect data on how officers prepare for performance improvement in Lagos 
State, Nigeria. The choice of 15 participants was justified as data saturation was achieved 
when participant 10 was interviewed. Reaching data saturation has a significant impact 
on the quality and content validity of the research study (Fusch & Ness, 2015). Other 
sources of data I used for the qualitative exploratory study are document review and field 
notes to triangulate the data collection process.  
Data Analysis  
To answer the research question, I used a process of transcription, coding, and 
analysis of participant responses to align responses to each element of the research 
question. Data analysis, the identification of units of meaning, is the process by which 
researchers identify recurrent themes in data collected from participants that help them 
respond to the research question (van Manen, 1990). The focus of data analysis in 
exploratory studies is in the holistic appreciation of the phenomenon under study 
informed by participants in-depth understanding of the case (Ricoeur, 1981). 
The thematic codes was developed within the transcript and across transcripts 
apply in the next stage of interpretation. Interpretation is a process that helps the 
researcher to build an in-depth understanding of the case under study based on the 
interviewees’ practical understanding of the case with that of the researcher’s personal 
and theoretical understanding (Ricoeur, 1981). The reduction of themes happens at the 
level of interpretation where specific ideas forming immature understanding integrate in a 
coherent manner to become explanatory ideas that help formulate deeper understanding 
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(Bazeley, 2009; Ricoeur, 1981). The back and forth movement in allocating a code 
allows new understanding to develop as the researcher looks at data more in-depth and 
uses the new learning from the coding and theming process to create a holistic 
understanding (Tan et al., 2009). 
Data organization tools such as NVivo is useful for organizing the data collected 
from the interview, field notes, and document review (Miles & Huberman, 1994). Fakis 
et al. (2014) explained that a case study analysis has a set routine procedure for 
identifying and relating themes and meanings to the research question. NVivo Version 10 
is the software that was used to organize the data. Richardson, Earnhardt, and Marion 
(2015) suggested that NVivo 10 software program could be used for coding, categorizing, 
and managing unstructured data. Management of discrepant and contradictory cases 
included a review of the audiotapes and interview transcripts at the point of contention, to 
ensure no errors of analysis or prejudice occurred (Tan et al., 2009). To clarify any issues 
still outstanding, I used e-mail to the concerned participant requesting a member 
checking of the transcript and the themes arising from the interview. Member checking is 
a strategy that helps qualitative researchers to enhance the credibility of their studies as 
the study’s participants review the transcripts and findings to confirm accuracy in data 
analysis (Lincoln & Guba, 1985). 
Data analysis was performed on the data collected from semistructured 
interviews, a review of documents, and field notes. Yin (2014) recommended a series of 
steps for conducting qualitative research as follows: (a) data compilation, (b) data 
disassembly, (c) data reassembly, (d) data interpretation, and (e) data conclusion and 
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meaning derived. After transcribing all of the audio-recorded semi-structured interviews, 
field notes, and document review and complete member checking, the next step was to 
upload the textual transcript into NVivo software from Microsoft Word to organize the 
data into groups and themes. 
Trustworthiness  
The subjective nature of qualitative studies brings about issues of trustworthiness. 
Trustworthiness is the level of confidence given by the naturalist researcher´s methods to 
enhance credibility, transferability, dependability, and confirmability of a study (Lincoln 
& Guba, 1985). To attain trustworthiness, researchers at every phase of a study from the 
preparatory stages to data analysis and reporting stage have to abide by high ethical 
standards and demonstrate methodological rigor (Lincoln & Guba, 1985). 
Trustworthiness or rigor of a study refers to the degree of confidence in data, 
interpretation, and methods used to ensure the quality of a study (Armour et al., 2009). 
Transferability is the extent to which research findings are generalizable and is the 
equivalent of external validity in quantitative research (Gaus, 2017). To invite judgment 
from readers afflicted or interested in performance improvement, I ensured detailed and 
thick descriptions, pertinent recruitment, and data collection procedures that should 
convince readers of the study’s rigor and in turn, its findings (Gaus, 2017). 
Generalization is not a focus of qualitative studies as different researchers may come up 
with different conclusions in similar studies (Lincoln & Guba, 1985). However, a key 
strength is scientific studies is being able to transcend academic value to provide practical 
value as stated in the Walden University’s mission statement. Transferability then 
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becomes a hallmark of trustworthiness and value. Transferability is left for the qualitative 
user to determine. 
To implement dependability, I carried out an expert validation to check the fitness 
of the study methodology on participants’ recruitment. I used field notes and good quality 
audio to record the interviews and sent to the participants for validation in line with the 
research design and methodology. The use of the exploratory case study helps to 
guarantee triangulation of data in a bid to build in dependability. I maintained an audit 
trail to present the systematic process of the research findings and data analysis process. 
The study could be replicated with similar participants in similar conditions by following 
the interview protocols, the field notes, and the audit trail that I recorded. I stored the data 
collected from interviews for 5 years before destroying it to ensure a proper audit trail 
and record keeping. 
To implement confirmability, I affirmed the study’s credibility, dependability, and 
transferability. I aligned the findings with the conclusions and interpretation to avoid 
personal bias into the study. I used member checking to ensure the reliability and validity 
of data by interpreting the transcript of the 15 participants and receive feedback that was 
used to validate the data collection process. Each theme identified was supported by 
quotes or description from participants. The convergence of insides; similar thoughts 
from a collection of participants may reveal the consistency of the data. I used reflexivity 
through a journal during the data collection and analysis process to ensure I am self-
aware of the issues that may affect my interpretation and reported only what was derived 
directly from the triangulation process through the hermeneutic arc for rigor. 
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The term reliability refers to the quality of the research findings. Reliability in a 
qualitative exploratory case study is a form of assurance of the dependability of the 
results through the research instrument from internal and external validity (De Massis & 
Kotlar, 2014; Noble & Smith, 2015). Dependability refers to how consistent the findings 
can be after repeating the same inquiry under a similar context (De Massis & Kotlar, 
2014). Researchers can achieve dependability through member checking, transcript 
review, and expert review of the interview scripts and protocols to confirm and validate 
their perspectives concerning the phenomenon (Jasper, Vaismoradi, Bondas, & Turunen, 
2014). 
Ethical Procedures 
Ethics in qualitative research plays an essential role in enhancing a study’s 
integrity as it helps guarantee the protection of participants’ rights and interests and 
ensures the conformity with the codes of conduct acceptable to the qualitative research 
community (Babbie, 2017). Walden University’s institutional review board (IRB) works 
with students to guide the ethical considerations in research studies to guarantee the 
protection of participants. I received IRB approval (# 05-05-21-0393029) before I 
commenced the recruitment process as a standard method in managing ethical issues. To 
attain the IRB approval, I discussed my study procedures with IRB and undertake an 
online certification course with the Collaborative Institutional Training Initiative to 




After I received IRB approval, I commenced the recruitment procedure, which 
involved ensuring all participants signed informed consent. The informed consent 
stipulates the study’s basic purpose for participant appreciation and to understand the 
voluntary, confidential, and anonymous nature of their participation. I abided by the 
Collaborative Institutional Training Initiative’s policies of respect, beneficence, and 
justice. 
The participants for this study are all mature adults and are not in any vulnerable 
groups. I also did not have any conflict of interest, as I did not work in the offices where 
the officers were recruited. In the data collection process, I ensured the participants are 
not worse off than before their participation in the study as I treated each participant with 
the respect they deserve and honored their needs (Rubin & Rubin, 2012). I guaranteed the 
accommodation of differing and diverse opinions to preserve rigor and in data analysis, 
portray fidelity to the participants lived experiences (Ravitch & Carl, 2016). 
Confidentiality and anonymity strategies are integral to upholding high levels of 
ethics and integrity in social research (Babbie, 2017). Protecting the privacy of research 
participants encompasses maintaining confidentiality, so a person’s unique identifiers are 
not disclosed at any point during the research and ensuring anonymity such that a 
person’s name was concealed and where possible findings were aggregated and not 
individualized (Ravitch & Carl, 2016). To maintain confidentiality and anonymity for 
this study, I confirmed (a) no use of third parties, (b) saved all data files on my personal 
computer in a password protected folders, (c) assigned unique identifiers to participants 
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and the file with the matching name and identifier saved in a password protected folder in 
my personal laptop. 
All participants gave consent to have the interview recorded to ensure credibility 
and facilitate transcription for coding and analysis. To maintain ethics in an interview 
process, it is important to know that the interest of the study was to understand the case 
being explored and the meaning the participants could make out from the case being 
studied (Seidman, 2013). I avoided all comments that could link the specific names or 
role of participants to the interview. To prevent compromising confidentiality, study 
participants were asked to provide any additional comments or revisions to the transcript 
confidentially and to return the transcript by e-mail. Data confidentiality is described as 
making data secured from unauthorized parties (Bojanc & Jerman-Blazic, 2013). I 
protected the records using a hard drive on a secure computer and password protected 
files to prevent access by unauthorized users. 
In the study, I disclosed all activities relating to the potential for the harmful 
outcome with the participants to serve as cautionary notice. Ritchie et al. (2013) and 
Ravitch and Carl (2016) explained that participants could disclose information they might 
later regret disclosing in a favorable interview environment. I explained to the 
participants the details of the study and the scope of the study to avoid disclosing 
unrelated information. The participants had the freedom to walk away from the interview 
process at any time. I avoided all irrelevant details not included in the interview protocol. 
I responded to queries from participants by first acknowledging the participant with 
respect and empathy and changing the topic if necessary. Opportunities for debriefing 
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and feedback are some strategies I used to manage any risk associated with the interview 
process. Seidman (2013) explained that the researcher must be aware of the potential risk 
from participants before recruiting them into the interview process and focus group. All 
data collection took place on the telephone or at a quiet public place as agreed with the 
participants. 
One of the greatest ethical concerns in a research study involves the privacy of the 
participants and the security of the data collected. As discussed in Chapter 1, I allowed 
the participants to provide input into selection of location for the interviews to minimize 
or reduce undue psychological stress and to facilitate the collection of honest and reliable 
information. I ensured that the environment was safe and a common place where 
potential participants would stay without the need to provide security guards for the 
participants. Participant was properly briefed before the commencement of the interview. 
Summary 
The chapter included a discussion of the research design, approach, and 
methodology for the study. The choice of qualitative research design is necessary due to 
the need for increased understanding on the case of interest. Exploratory case study 
emerged as the best-suited research approach to use in conducting the interview to have 
answer for the research question and to meet the study’s purpose as it allowed the 
researcher to build context into the data collection process. Studies on phenomena, such 
as performance improvement, require contextual support to holistically understand both 
practical and theoretical assumptions, philosophies, and opinions that form the world-
view of the human experiences. A discussion on research participation explained the 
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inclusion criteria for recruitment, the location, and the sector of the participants to 
appreciate how their responses fully met the study’s purpose. The provision of data 
collection and analysis procedures in a systematic format allows replication of the study, 
a key strategy for enhancing the quality of the study. To close the chapter, there was a 
discussion on strategies for developing trustworthiness and the ethical procedures guiding 
the study. Three data collection methods; semi-structured one-on-one interviews, field 
notes, and document review was used to collect data that allowed for exploration of the 
research question. Chapter 4 covers the presentation of data collected and analyzed for 
the study. The topics for Chapter 4 includes the introduction, research setting, 





Chapter 4: Results 
The purpose of this qualitative exploratory case study was to understand how 
police officers can enhance their knowledge on the requisite skills necessary to protect 
lives and property in Lagos State, Nigeria. The research questions focused on how 
officers can enhance their knowledge on the skills necessary to protect lives and property 
and what being prepared for performance improvement means to officers in Lagos State, 
Nigeria. I examined records from the human resources department, and I interviewed 15 
police officers from the rank of ACP to DCP and CP who had 12 years serving 
experience in the police force. One of the officers had risen from the rank and file before 
attaining the current leadership position.  
Setting  
The data collection process lasted 4 to 5 weeks. I requested that participants 
suggest dates and times for a virtual call where security could be ensured and noise 
limited. The data were recorded through an audio recorder and telephone recorder. After 
transcribing, I used member checking to follow up with the participants to validate the 
data collection process.  
Demographics 
The inclusion criteria are (a) police officers from the rank of ACP to DCP and CP, 
(b) police officers who have had 12 years serving experience in the police force, and (c) a 
police officer that has risen from the rank and file before attaining the current leadership 





Demographics of Participants 
Participant Gender Current 
Rank/Position 
Starting Rank Years of Experience  
PP1 Female ACP Cadet Officer 23 
PP2 Female ACP Cadet Officer 23 
PP3 Male DCP Cadet Officer 26 
PP4 Male ACP Inspector 28 
PP5 Male DCP Constable 33 
PP6 Female DCP Cadet Officer 26 
PP7 Female ACP Constable 29 
PP8 Female ACP Cadet Officer 23 
PP9 Male CP Cadet Officer 30 
PP10 Male DCP Cadet Officer 26 
PP11 Female ACP Inspector 28 
PP12 Female ACP Cadet Officer 23 
PP13 Male DCP Cadet Officer 26 
PP14 Male ACP Constable 33 
PP15 Male CP Cadet Officer 30 
 
Data Collection 
I conducted an expert validation to check the fitness of the study methodology on 
participants’ recruitment. Expert validation is a method of obtaining feedback from 
experts in research design (Anseel et al., 2015). Using the faculty available at Walden 
University, I sent the initial interview questions to nine experts to help revise them. 
After feedback, I put a call across to explain my purpose of the study further. I 
discussed the data collection process and requested that participants suggest dates and 
times for a virtual call where security could be ensured and noise limited. The population 
consisted of 15 police officers from the rank of ACP, to DCP and CP, police officers who 
had 12 years serving experience and above in the police force, and three police officers 
had risen from the rank and file before attaining the current leadership position. Data 
were collected using semistructured interviews, field notes, and document review. 
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Participants were located at different duty posts within Lagos State. Data were collected 
using telephone interview due to social distancing policy to prevent the spread of 
COVID-19. I conducted the interview using the interview protocol as guide in interview 
process. The data collection process lasted for a few weeks. 
I contacted all participants through email and shared the informed consent with 
the participants that indicated interest to participate in the interview process. During the 
interview process which lasted for maximum of an hour, I recorded the interview using 
audio recorder. I still have access and I am keeping the telephone recorder interviews. 
Though there were network issues that made three of the interviews postponed, they were 
rescheduled. There was no material variation in the data collection process from the plan 
presented in Chapter 3. The participants were initially skeptical with using telephone as a 
means of data collection, and some opted out for personal reasons.  
There were no unusual circumstances encountered in the collection of data. 
However, the major discrepancy was that three senior officers who were scheduled for 
the interview had brick and mortar trainings and called to cancel the appointments as they 
said they may not be ready at the time planned for the interview. I had to select fresh 
participants and had a 2 days’ delay in the data collection process. Another discrepancy 
was that one particular participant did not have sufficient information or was not willing 
to disclose his experience over the years. Though the interview was conducted as 
planned, I also had to get another participant to replace that interview since I discarded all 
the data collected from the first participants. There were no other discrepancies in the 
data collection process.  
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Data Analysis  
All 15 interviews were recorded using audio recorder. I transcribed each interview 
by writing them out in a Word document. After conducting member checking, I began the 
process of coding by reading through each question of all the participants and using 
cycles to identify commonalities in the interviews. Those commonalities formed the 
categories in the data collection process. After identifying the categories, commonalities 
were also identified which resulted to merging categories to have emerging themes. The 
themes were also observed to provide answers to the research questions. The emerging 
themes are attending annual continuous improvement training; attending specific courses 
on detective, tactical, and strategic leadership; internal and external appraisal system; 
eliminating godfatherism in the police system; effective mentor and mentee relationship 
without recourse to tribal sentiments; public spirited individual police force; disciplined 
and willingness to make sacrifices to ensure peace; understanding the acts and principles 
of police performance; understanding roles, responsibilities, and relationship in the police 
force; and timely, accurate, and relevant processing of performance data in the police 







Codes and Themes Emergence from Interview Process 




Police officers are scheduled for annual 
courses that are meant to provide 
training on continuous improvement. 
Attending Annual Continuous 
Improvement Training 
15 100% 
Courses are provided on specific needs 
and ranks. The higher ranks attend 
more of strategic leadership training.  
Attending Specific Courses on 




The internal and external appraisal 
system shape the curriculum of police 
courses. 
Internal and External 
Appraisal System 
14 93.33% 
Favoritism and godfatherism is a major 
distraction in achieving performance 
improvement in the police force.  
Eliminating Godfatherism in 
the Police System 
14 93.33% 
Mentor and mentee system is an 
effective means of knowledge transfer 
and relationship management in the 
police force. 
Effective Mentor and Mentee 
Relationship without Recourse 
to Tribal Sentiments 
 
15 100% 
Self-service to your country should be a 
priority when discharging your duties in 
the police force. 
Public Spirited Individual 
Police Force 
15 100% 
All officers must exhibit discipline at 
all times and ensure law and order is 
maintained.   
Disciplined and Willingness to 
make Sacrifices to Ensure 
Peace 
15 100% 
Knowledge of the acts and principles of 
the police force will enable the police 
officers to be efficient in their duties. 
Understanding the Acts and 
Principles of Police 
Performance 
15 100% 
The roles and responsibilities have to be 
clearly stated when recruiting and 
training the police officers 
Understanding Roles, 
Responsibilities, and 




All duties of the police force should be 
executed timely and accurately  
Timely, Accurate, and 
Relevant Processing of 







Evidence and Trustworthiness   
Credibility leads to confidence in the findings (Lincoln & Guba, 1988). I used 
triangulation as a means of comparing the summaries from the semistructured interviews, 
notes, and documents reviewed in data collection. During the interview process, the 
interview guide was followed and there was no major deviation from the question except 
for follow up questions when the need arose. Questions were read from the interview 
protocol and were only repeated when the participant needed clarifications. Participants 
varied in age, experiences, and settings. Commonalities and consistency were achieved 
through emergent themes. Data saturation was achieved when no new theme, codes, and 
information was obtained as more participants were interviewed. 
Transferability involves establishing that findings from the study can be applied 
in other contexts (Lincoln & Guba, 1988). I used the thick description technique and 
applied it to the summaries of my data sets to see if the findings can be applied to other 
settings. Transferability is mainly determined by the users of the study. The 
transferability of this study is limited to the uniqueness of the participants of the study, 
the location, and the methodology. The setting may differ when conducted with different 
rank of police officers or carried out in different location. The Nigeria Police operate a 
single format system across the country. The result may be transferable when the study is 
applied in a similar setting in any part of Nigeria.  
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Dependability is achieved when findings can be repeated in a consistent manner 
(Lincoln & Guba, 1988). I used external audit to look at the summaries from my data sets 
to insure dependability of the findings. Dependability of research often depends on the 
external perception and attitude of the participants. In this study, I ensured that 
participants possess requisite experience, exposure, and education to answer the interview 
questions. For this study, I obtained approval from IRB before commencing data 
collection. The interview questions were verified by case study experts to validate the 
fact that the interview questions are capable to generate responses that will provide 
answers to the research questions.  
Finally, confirmability is the extent that the findings are influenced by bias 
(Lincoln & Guba, 1988). I used triangulation to compare the summaries from the three 
data sets to establish confirmability. I compared the responses of each participant in each 
interview questions and identified commonalities that led to the emergence of themes. 
Results  
Theme 1: Attending Annual Continuous Improvement Training 
The first theme that emerged from data analysis was attending annual continuous 
improvement training. All 15 participants agreed that attending annual and continuous 
improvement training was how police officers can enhance their knowledge on the 
requisite skills necessary to protect lives and property in Lagos State, Nigeria. For 
example, PP1 stated “I have attended annual seminar for the last 10 years continuously 
both within and outside Nigeria.” PP1 responded that she obtained performance 
improvement as a police officer that assisted her to attain higher position by using 
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available resources, attending all courses she was nominated to attend, and ensuring she 
never skipped any course. When asked what courses she attended that helped in 
performance improvement, she mentioned detective courses, tactical courses, strategic 
leadership, and personal training in legal and self-development. When asked what factors 
worked for obtaining performance improvement, which eventually brought leadership 
role, PP1 stated, “improved myself, mental readiness, psychological preparedness, and 
peer group influence” as factors that worked for obtaining performance improvement that 
led to the role of leadership in the police force. 
PP1 further mentioned that the factors that were not relevant to obtaining 
performance improvement were depending on godfatherism in the police force, 
depending on tribal sentiments to obtain promotion, and delegating all work to 
subordinates without taking responsibilities. PP1 identified sources of information that 
were relevant to achieving performance improvement that made one stood out from the 
crowd as “knowledge gained from older colleagues, knowledge gained from reading 
relevant professional books, and information obtained from subordinates through briefing 
and debriefing.” The information available in the police training school that propelled 
PP1 for performance improvement were topics such as “regimentation, managing 
common sense, managing resources and materials, mastering your immediate 
environment and dominating your environment for optimal output.” PP1 mentioned that 
the information that were sourced personally that helped on personal growth for the 
police duties were obtained through meeting with both younger and older colleagues, 
through ability to think and process information, and ability to effectively dish out 
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instructions. PP1’s other strategies that contributed to improvement in performance 
management were personal development in information and communication technology, 
social economic environment, vast knowledge of every discipline, training and retraining, 
and embracing the new trend to policing such as community policing.  
Similarly, PP2 stated, 
What I do annually is to ensure that apart from the training organized by 
the police force, I register for additional courses during holidays. I have 
done courses on psychology, law, philosophy, emotional intelligence, 
social intelligence, sustainability strategies, and time management. Most 
of these courses were online while some are physical classes. The 
COVID-19 has changed the way we learn these days.  
PP3 stated, “I attended annual courses both locally and internationally until COVID-19 
period, where I could not travel I did online courses that improved my understanding on 
personal health management.” PP4 mentioned he has been booked to attend annual 
courses for the next two years in his department on programs ranging from leadership, 
supervision, and communication skills.” PP5 also mentioned how annual classes have 
helped improve their performance management awareness. PP6 recalled their experiences 
on traveling to countries such as the United States and United Kingdom to attend courses 
and how those courses helped in achieving leadership positions as they improved 
performance tremendously. PP7 stated, “The course on virtual meeting in the police force 
I attended early in 2021 with other senior police officers helped me in organizing and 
facilitating virtual meeting with stakeholders during this period of social distancing.” PP8 
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stated, “the annual meetings I have attended since inception of my career in the police 
force have impacted my performance positively. PP9 mentioned, “the secret of my 
performance improvement is continuous training.” PP10 mentioned that all annual 
training is designed to impact new skills or renew existing skills in every police officer. 
PP11 mentioned, “every annual training course is designed for an improvement on my 
duties.” PP12 stated, “I ensure that I take advantage of every single opportunity to learn a 
new thing each year when I am nominated for workshop.” PP13 stated “at times we have 
the opportunity to select the courses we attend each year.” PP14 stated, “Guess what! We 
are expected to write exams or submit a concept paper in all the courses on annual basis.” 
PP15 stated, “I always look forward to the annual courses as they have helped me 
develop my skills on the job as a person.” 
Theme 2: Attending Specific Courses on Detective, Tactical, and Strategic 
Leadership 
The second theme that emerged from data analysis of semi-structured interview, 
note taking and document reviewed was attending specific courses on detective, tactical 
and strategic leadership. Fifteen participants, representing 100% agreed that attending 
specific courses on detective, tactical, and strategic leadership was how police officers 
can enhance their knowledge on the requisite skills necessary to protect lives and 
property in Lagos State, Nigeria. PP1 stated 
Specifically, courses I could recall that have had positive impact on my 
performance were on detective, tactical and strategic. On detective, we did 
forensic management and cyber security awareness; I have used this 
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knowledge to help in managing my team towards finger print reading and 
verification. I also did training on tracking suspected robbery cases using 
telephone numbers of the suspect. Finally, I did lots of decision making, 
leadership and projecting crime and activities during election periods. 
PP2 narrated how he attended courses on strategy and tactics which have 
contributed to performance and bringing him to lime-light in their daily duties. PP3 
narrated how she could manage her team effectively as a result of such specific trainings 
attended in the past. PP4 stated “I was selected to attend courses on leadership and 
strategies and those learning received have helped me to manage my team effectively. 
PP5 stated “since I started attending specific courses on detective, tactical and strategic, I 
have greatly come to realize how those courses have improved me as a police officer and 
also the police force in Nigeria. Doing things appropriately gives little effort to get huge 
results”. PP6 agreed and mentioned specific courses she attended over the course of her 
careers and how such courses greatly contributed to improvements. PP7 stated “training 
on strategy was so broad that I attended for 3 years before we could complete the module, 
it was also so impactful”. PP8 mentioned “I ensure I attended all the tactical and strategy 
courses I was selected to attend since I became a police officer”. PP9 mentioned “the 
courses were numerous to choose from and as leader, I always go for strategy since it 
entails a more robust study into a long-term planning of the police force and work 
performance”. PP10 also mentioned how courses on the practical aspect of policing has 
helped in performance improvement. PP11 stated “detective courses are my favorite 
because of my department, and most times that is the course I have attended more”.  
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PP12 mentioned “operational efficiency can never be fully leant. I make sure I cover all 
operational aspect of job”. PP13 mentioned that courses on strategy and leadership are 
more fulfilling for his role”.  PP14 said “I always opt for courses on strategy” PP15 in 
affirmation mentioned leadership, strategy, forensic and information technology as 
favorite courses”. 
Theme 3: Internal and External Appraisal System 
The third theme that emerged from data analysis of semi-structured interview, 
note taking and document reviewed was internal and external appraisal system. Fourteen 
participants, representing 93.33% agreed that internal and external appraisal system was 
how police officers can enhance their knowledge on the requisite skills necessary to 
protect lives and property in Lagos State, Nigeria. PP1 stated “the internal and external 
appraisal occurs annually, which we prepare for in the penultimate years. This process 
has helped me to focus on continuous improvement so as to be better appraised”. PP2 
mentioned that because of internal and external appraisal in the police force that takes 
place at the beginning of every year to appraise the performance of the past year, 
focusing on getting a better appraisal comes naturally. PP3 mentioned how the appraisal 
system has shaped his deliverables that account for the appraisals. PP4 referred to internal 
and external appraisal system as a boost to performance appraisal that has helped in 
ensuring improving on their last appraisal results. PP5 mentioned how performing below 
expectation can affect all the previous good performance of the police officer, hence, 
everyone strives to maximize their performance before the appraisal takes place every 
year. PP6 mentioned that internal and external appraisals is the hallmark to performance 
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watchword for him. PP7 also spoke in affirmation to internal and external appraisal as a 
factor to performance improvement in the police force in Nigeria. PP8 stated “preparing 
for the upcoming appraisal is a systemic boost to performance improvement especially 
for leaders and team leads”. PP9 simply stated “I ensure I have a good appraisal for the 
year. That means I have to be sure all checklist is ticked”. PP11 mentioned that “Internal 
and well as the regulatory appraisal are very crucial to achieving promotion as and when 
due”. PP12 mentioned “I am appraised within the job and also from the police 
headquarters based on the report from subordinates. This two-way appraisal give the 
police force a check and balancing platform”. In the case of PP13, “apart from internal 
and external appraisal, your daily objectives also contribute to the success of a police 
officer”. PP14 mentioned how internal and external appraisal has become a hallmark of 
performance improvement in the police force in Nigeria. PP15 said “I am appraised 360 
degrees and as such I respect myself on the job”. 
Theme 4: Eliminating Godfatherism in the Police System 
The fourth theme that emerged from data analysis of semi-structured interview, 
note taking and document reviewed was eliminating Godfatherism in the police system. 
Fourteen participants, representing 93.33% agreed that eliminating Godfatherism in the 
police system was how police officers can enhance their knowledge on the requisite skills 
necessary to protect lives and property in Lagos State, Nigeria. PP1 stated “godfatherism 
must be eliminated if things must move in the right direction in the police force in 
Nigeria” PP2 mentioned “one element that has not contributed positively in the police 
force administration is: godfatherism; crime control, efficient performance, and 
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performance improvement all kick against the introduction of godfatherism practice in 
the force” PP3 mentioned that retaining godfatherism is a virus that could mess up things 
for the police force if not eliminated from the system. PP4 mentioned “godfatherism and 
nepotism are two factors that could never enhance performance in the police force; they 
must be eliminated”. PP5 agreed that godfatherism must be eliminated in police practice 
as anything short of that means the force is fighting its very rules and regulations. PP6 
stated “when people receive favor unduly because of tribe or gender, it affects the moral 
of other officers negatively, and such practice must be discouraged in the police force. 
PP7 stated “we cannot do the wrong things and expect the public to do the right things. 
godfatherism is a wrong that must be stopped in the police force”. PP8 stated “because I 
know the damaged godfatherism has caused in the past when I was a much junior officer, 
I ensure I watch out for it not to be repeated in my time as leader of a department”. PP9 
mentioned “I simply say NO to the act of godfatherism”. PP10 stated “when you start 
practicing what we call godfatherism, you are breaking down the very pillars that hold 
the police force in Nigeria”. PP11 stated “I simply say no to all forms of godfatherism in 
the police force”.  PP12 “mentioned that using less qualified staff because of family, tribe 
or blood relationship is one factor that affects the efficient performance of police officer”.  
PP13 said “do not encourage nepotism or godfatherism because it pollutes the police 
force system”.  PP14 said “Always kick against favoritism and embrace excellence. That 
is the way to improvement”. PP15 mentioned that one virus in the system is when senior 
officers carry out their duties through relatives because of tribal sentiments. Such practice 
hinders individual and team goals”. 
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Participant 5 (PP5) was not available at the time scheduled for the interview due 
to exigency of work. The interview took place over the weekend as re-scheduled. When 
asked how performance improvement was obtained, he responded that self-development 
through online courses was a major contributing factor and enrolling for such courses 
exposed him to network with other police officers in other parts of the world. PP5 
described courses he took to include strategic and operational as related to police force 
and best practice. PP5 stated that the police force has an appraisal system conducted 
annually to review internal and external roles of each police officers which contributed to 
continuous improvement. Factors that PP5 kicked against were nepotism and 
godfatherism in the police force that are not helping the system to optimize its potentials. 
PP5 stated that “establishing quality relationship with subordinates, superior, and the 
general public could be an effective source of information relevant to the actualization of 
performance improvement’’. PP5 emphasized that he is a servant to the public and acts in 
that manner to obtain relevant information from the public. PP5 stated that the roles and 
responsibilities, and relationship with other security agencies were information obtained 
in his first training school which became a foundation toward his performance 
improvement. Finally, PP5 mentioned that efficient and effective processing of data 




Theme 5: Effective Mentor and Mentee Relationship without Recourse to Tribal 
Sentiments 
The fifth theme that emerged from data analysis of semi-structured interview, 
note taking and document reviewed was effective mentor and mentee relationship 
without recourse to tribal sentiments. Fifteen participants, representing 100% agreed 
effective mentor and mentee relationship without recourse to tribal sentiments was how 
police officers can enhance their knowledge on the requisite skills necessary to protect 
lives and property in Lagos State, Nigeria. PP1 mentioned “having effective mentor and 
mentee relationship has helped me learn from the best. There was no tribal or gender 
limitations”. PP2 stated “mentors’ relationship with mentee is a huge path to achieving 
performance improving in the force” PP3 stated, 
At the onset of my career, I had a mentor who was willing and available to 
provide direction for all my questions as they related to my work. I learn 
quickly and broadly too as things that would have taken me four years to 
learn were leant within few minutes of calls and taking notes while on 
phone or physical visit with my mentor. My mentor had long retired but 
those lessons can never retire in my head. I still recommend such system 
for every new police officer 
PP4 stated “a mentor-mentee relationship has been a means of learning and 
getting adequate responses to some critical questions in the force which greatly improve 
your performance. PP5 responded in affirmation that mentor-mentee program has been a 
source of inspiration and growth as a police officer. PP6 stated “I learn from my mentor 
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the act of effective communication and that has improved my daily activities as a police 
officer”. PP7 stated “because of what I gained from mentor-mentee relationship, I 
encourage junior officers who want me to become their mentor so I can transfer the skills 
I have acquired over the years”. PP8 stated “Mentor-mentee program should be enforced 
especially for those coming into the force for the first and second years of their career”. 
PP9 mentioned how mentor-mentee relationship helped him when he was posted to 
Lagos from Ondo State. He said “my mentor provided a temporary accommodation for 
me to settle down before I was able to secure a more comfortable and affordable 
apartment”. PP10 mentioned “through mentor-mentee relationship and training, a lesson 
of 10 years could be learned in less than 10 minutes”. PP11 said “I keep promoting the 
mentor-mentee relationship because that was one avenue that helped me gain confidence 
on the job”. PP12 mentioned that mentors help breed the mentees to adapt to police work 
especially at the early stage of their career.  PP13 said “The mentor-mentee program uses 
to be a must do for every young police officer and it was an effective form of induction”. 
PP14 mentioned “have a mentor or choose a mentee to extend the goodwill of police 
force to new entrants”. PP15 stated “I ensure all my units’ practice mentor-mentee system 
as it is an effective way to succession planning in the police force”. 
Theme 6: Public Spirited Individual Police Force 
The sixth theme that emerged from data analysis of semi-structured interview, 
note taking and document reviewed was public spirited individual police force. Fifteen 
participants, representing 100% agreed that having public spirited individual police force 
was what being prepared for performance improvement could means to police in Lagos, 
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Nigeria. PP1 mentioned “every police officer has to have the interest of the public to be 
able to prepare for performance improvement and the rigors of the job”. PP2 stated 
“partially dedicated police officer may not achieve the height of performance 
improvement, except they are fully dedicated”. PP3 stated “been ready to be called at any 
time and within your jurisdiction and outside your jurisdiction is what makes a police 
officer ready for the job”. PP4 mentioned “every police officer must be a public spirited 
individual to perform optimally” PP4 in affirmation mentioned “public availability of 
every police officer to be termed suitable for the role of a police officer. PP5 mentioned 
that police officers are “public property” and must be willing to accept that calling so as 
to be effective on the job”. PP6 stated “the public good must be the primary pursuit of 
every police force”. PP7 described the police officer as someone who “should leave their 
family and belongings to follow their calling” to become effective as possible. PP8 stated 
“since I became a police officer, I always strive to leave my daily life for the public and 
for a better Nigeria. I therefore, do not query when I am posted from one state to the 
other”. PP9 mentioned “allowing yourself to maximum dedication to the work of a police 
officer will give you the sanity to prepare adequately to the clarion call of the force”. 
PP10 said “all I do is to be available, selfless and willing for any directive that comes for 
my superior which I also pass to my subordinates when necessary”. PP11 mentioned that 
police work requires becoming a public property”.  PP12 said “I became a public staff the 
moment I signed up for this duty and no going back”. PP13 “becoming a public spirited 
officer is the secret to performance enrichment” PP14 mentioned the dedication required 
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even when called up at dark hours of the day to save a life” PP15 mentioned that working 
tirelessly is a secret to performance improvement”.  
Theme 7: Discipline and Willingness to Make Sacrifices to Ensure Peace  
The seventh theme that emerged from data analysis of semi-structured interview, 
note taking and document reviewed was discipline and willingness to make sacrifices to 
ensure peace. Fifteen participants, representing 100% agreed that having police officers 
who are discipline and having the willingness to make sacrifices to ensure peace was 
what being prepared for performance improvement could means to police in Lagos, 
Nigeria. PP1 stated “discipline, willingness, availability, timeliness, and sacrifices and 
the hallmarks of a police officer in this 21st century” PP2 mentioned that discipline and 
sacrifice are what police bring on board to perform optimally on the job” PP3 also 
mentioned discipline and availability to respond to distress calls as attributes of a police 
officer. PP4 stated 
At times we get calls in the middle of the night, outside the country and 
when on transit. The ability to responds to such calls make you a suitable 
police for the task. It is therefore necessary to possess discipline and 
willingness to sacrifice your time when the need arises. The sacrifice 
could save a life, a situation, your country and you as well.  
PP5 mentioned that some qualities of police that guarantee optimal performance 
are discipline, timeliness, sacrifice, intelligent on decision making, and absolute belief in 
the code of conducts that set up police force. PP6 mentioned that beyond education for 
every police office to perform optimally, discipline comes next to education. PP7 
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described a police officer’s role in public peace as “consistent discipline to carry out his 
or her duties as police officer”. PP8 stated “I consistently ensure I follow the directives of 
protecting lives and properties on daily basis, especially at turbulent time”. PP9 
mentioned how effective it is to preach discipline to a police officer on regular basis 
because of the enormous distractions that could come during the course of their duties. 
PP10 mentioned that “police officers need to be consistently reminded the importance of 
discipline and dedication to their work”. PP11 said “the key word is discipline to your 
superior and sacrifice to the nation, to obtain performance improvement”. PP12 
mentioned that discipline in the police force cannot be over emphasized.  PP13 stated 
“sacrifice is required of every police officer to succeed”. PP14 stated “even sacrificing 
family time is part of the job to ensure a peaceful country”. PP15 stated “you cannot 
separate discipline and sacrifice from job performance as a police officer”. 
Theme 8: Understanding the Acts and Principles of Police Performance 
The eight theme that emerged from data analysis of semi-structured interview, 
note taking and document reviewed was understanding the acts and principles of police 
performance. Fifteen participants, representing 100% agreed that understanding the acts 
and principles of police performance was what being prepared for performance 
improvement could mean to police in Lagos, Nigeria. PP1 stated “every police officer is 
trained to understand the acts and principles of police duties. Understanding those 
principles goes a long way to create a successful path for every police officer who aims 
for the top”. PP2 stated “understanding the requirements of police rules and regulations, 
the dos and don’ts, the value system and what the nation required from the police officer, 
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is vital in performing successfully. PP3 stated “respecting the set rules and ethics of 
police force is a sure way to performance improvement”. PP4 also mentioned that 
adhering to code of conduct of the police force is one way to achieving performance 
improvement in the police force. In affirmation, PP5 mentioned that understanding the 
rules, scope, and meanings of police force would contribute positively to every police 
officer’s understanding of the rules and regulations of police force. PP6 mentioned that 
effectively communicating the roles and principles of police force to police officers can 
never be replaced with promotion and other forms of motivation. PP7 said “principles, 
meanings, responsibilities are the most relevant messages to communicate to the police 
officer to ensure duties adherence” PP8 mentioned how taking instructions and reporting 
can become important tools for the police officers to stay compliant to their duties. PP9 
mentioned “interpretation of the daily roles and responsibilities of a police officer are key 
to ensuring the existence of a country such as Nigeria. PP10 stated “from my personal 
reading and practice, the framework for performance preparation is detailed in the act, 
practice, responsibilities, principles and mandate of the police force of Nigeria”. PP11 
mentioned “understanding the act and principles helped me to achieve leadership 
position” PP12 describe police role as duty to humanity and country: these are the 
principles that govern the force. PP13 stated “all I do is following what I am expected to 
do and doing it thoroughly” PP14 “I asked questions all the time so as to keep to the 
principles of my assignments” PP15 stated “I ensure instructions are clear to subordinates 
in form of principles and duties”. 
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Theme 9: Understanding Roles, Responsibilities, and Relationship in the Police 
Force 
The ninth theme that emerged from data analysis of the interviews conducted and 
interpretation from semi-structured interview, note taking and document reviewed was 
understanding roles, responsibilities, and relationship in the police force. Fourteen 
participants, representing 93.33% agreed that understanding roles, responsibilities, and 
relationship in the police force was what being prepared for performance improvement 
could mean to police in Lagos, Nigeria. PP1 stated “The first assignment I had to pass 
was understanding the roles, responsibilities and relationship with other agencies in the 
security cycles as well as those outside the security cycles was what enhanced my 
knowledge of the performance requirements of the police force”. PP2 mentioned how an 
in-depth understanding of the roles, responsibilities of police force can be instrumental to 
performance improvement in the service. PP3 stated “having adequate relationship with 
other security agencies could help in effective policing in Nigeria, as security is dynamic 
and information sensitive. PP4 in affirmation mentioned how the knowledge of the roles 
of responsibilities of the police force could help individuals achieve their goals. PP5 
mentioned that knowledge of the scope, roles, responsibilities of the security platform of 
Nigeria would definitely enhance performance improvement to the individual police 
officers in Nigeria. PP6 stated “roles, responsibilities, and relationship with other security 
departments had helped me obtain clarity of my work”. PP7 mentioned “the moment I 
could define my scope of operations, I define my daily activities and keep a journal, these 
have been my daily routine for the past 26 years” PP8 stated “I focus on my roles and 
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responsibilities daily, and that has helped me make progress on my duties”. PP9 
mentioned “as defined by my roles and responsibilities, so I follow. Another area of 
importance is the amount of support to give and receive from other police officers” PP10 
stated “the roles streamline our degree of responsibilities you watch while performing 
your assignments”. PP11 said “performance objectives are well spelt out in the roles and 
responsibilities of an officer of the police”. PP12 stated “once I understand my roles and 
responsibilities, I ensure I optimize the results”. PP13 mentioned how he broke down the 
roles into daily task and actionable form for execution. PP14 said “I look out for the roles 
and expectations. With that I am good to perform. PP15 Said “performance improvement 
is determined by the clarity of the roles and responsibilities”. 
Theme 10: Timely, Accurate, and Relevant Processing of Performance Data in the 
Police Force 
The tenth theme that emerged from data analysis of semi-structured interview, 
note taking and document reviewed was timely, accurate, and relevant processing of 
performance data in the police force. Fifteen participants, representing 100% agreed that 
having timely, accurate, and relevant processing of performance data in the police force 
was what being prepared for performance improvement could mean to police in Lagos, 
Nigeria. PP1 mentioned “when information is processed timely, accurately using 
electronic data, performance could be enhanced in the police force”. PP2 mentioned on 
how responding timely and accurately are vital indications of police performance 
improvement parameters. PP3 stated “My role as police is to respond timely, with 
accurate details and using modern technology to enhance my efficiency” PP4 mentioned 
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that technological advancement must be appreciated by police officers so as to respond 
timely and accurately when distress calls are made by members of the public. PP5 
mentioned that it is the responsibility of police officers to adapt to the change in the 
information processing of the 21st century so as to be quick in decision making and 
response to calls by members of the public. PP6 described the role of information 
technology in accurate information reporting and storage for police records. PP7 
mentioned “on-line, real time information processing will help the police force in their 
performance”. PP8 stated “when we have an upgrade of information processing means 
such as forensic and biometric readers, we would be more effective”. PP9 stated 
“ensuring zero delay in information processing will give a boost to performance 
management in police force”. PP10 stated “all police officer must know how important it 
is to receive and disseminate information timely and accurately”. PP11 mentioned 
“timely managed information is what ensure solution and effectiveness”. PP12 Said “my 
emphasis is on timely and accurate information management” PP13 mentioned “always 
process information timely and define to whom the responsibility lies to execute such 
information. Avoid ambiguity” PP14 Mentioned “embracing artificial intelligence will 
help the police force to improve greatly in reaching their goals and objectives” PP15 Said 
“despite the evolving nature of data processing system in Nigeria, becoming abreast with 
most recent data processing system help you perform your job more effectively”. 
Summary  
RQ1: How can police officers enhance their knowledge on the requisite skills 
necessary to protect lives and property in Lagos State, Nigeria? The emergent themes 
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include attending annual continuous improvement training, attending specific courses on 
detective, tactical, and strategic leadership, internal and external appraisal system, 
eliminating godfatherism in the police system, and effective mentor and mentee 
relationship without recourse to tribal sentiments. 
RQ2: What does being prepared for performance improvement means to police 
officers in Lagos, Nigeria? The emerging themes are public spirited individual police 
force, disciplined and willingness to make sacrifices to ensure peace, understanding the 
acts and principles of police performance, understanding roles, responsibilities, and 
relationship in the police force, and timely, accurate, and relevant processing of 
performance data in the police force. 
In Chapter 5, I will reflect on previous chapters and discuss the interpretation of 
the findings by using peer reviewed articles to synthesize and evaluate the themes that 
emerged in Chapter 4. Also, I will present the limitations and make recommendations for 
future research and implication for social change, and finally, the conclusion.  
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Chapter 5: Discussion, Conclusion, and Recommendations  
The purpose of this qualitative, exploratory case study was to understand how 
police officers can enhance their knowledge on the requisite skills necessary to protect 
lives and property in Lagos State, Nigeria. I used telephone interviews as the primary 
data collection method because of the COVID-19 pandemic. All 15 interviews were 
recorded using an audio recorder. I transcribed each interview in a Word document. Ten 
themes emerged: (a) attending annual continuous improvement training; (b) attending 
specific courses on detective, tactical, and strategic leadership; (c) internal and external 
appraisal system; (d) eliminating godfatherism in the police system; (e) effective mentor 
and mentee relationship without recourse to tribal sentiments; (f) public spirited 
individual police force; (g) discipline and willingness to make sacrifices to ensure peace; 
(h) understanding the acts and principles of police performance; (i) understanding roles, 
responsibilities and relationship in the police force; and (j) timely, accurate, and relevant 
processing of performance data in the police force. 
Interpretations of the Findings 
Attending Annual Continuous Improvement Training 
After analysis and interpretation of the data, I found that attending annual 
continuous improvement training is how police officers can enhance their knowledge on 
the requisite skills necessary to protect lives and property in Lagos State, Nigeria. 
Continuous improvement is a way for an organization to improve effectiveness (Butler et 
al., 2018). Organizations support continuous improvement through cultural changes at the 
organizational level (Unzueta et al., 2020). The purpose for launching an organizations’ 
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continuous improvement initiative is to build capability to effect improvements to the 
operating routines (Butler et al., 2018; Feldman et al., 2019). To develop such a 
capability, senior management must provide the organizational vision needed to guide the 
setting of both the business and operational performance improvement objectives, 
including those for continuous improvement (Butler et al., 2018). In addition, senior 
management must enable the development of an infrastructure that can ensure the 
sustainment of congruence between the organizations’ strategic objectives of a business 
and the continuous improvement in the performance of its production processes and 
people (Butler et al., 2018). Although continuous improvement is widely practiced, 
organizations have experienced difficulty with sustaining the momentum of their 
activities (Butler et al., 2018).  
Attending Specific Courses on Detective, Tactical, and Strategic Leadership 
The second theme indicated that attending specific courses on detectives, tactical, 
and strategic leadership is how police officers can enhance their knowledge on the 
requisite skills necessary to protect lives and property in Lagos state, Nigeria. 
Intelligence-led policing serves as the foundation for effective leadership, decision-
making, crime prevention, and intervention strategies (Kumar, 2019). Accurate criminal 
intelligence guides transition points for effective police executive, middle manager, and 
supervisory decision-making. Intelligence-led policing and computer applications assist 
strategies and tactical strategies. Intelligence analysis, geographical information systems 
crime mapping, and frequently emerging analysis technologies serve as basic tools for 
preventing crime and terrorism (Kumar, 2019). However, police are under-trained in 
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financial crime (Drew et al., 2021). Short online training programs can produce important 
improvements in knowledge and confidence in financial crime investigation (Donohue & 
Kruis, 2020; Drew et al., 2021). The crime survey for Nigeria is inadequate where police 
training needs to address this gap.  
Internal and External Appraisal System 
An internal and external appraisal system is another way police officers can 
enhance their knowledge on the requisite skills necessary to protect lives and property in 
Lagos State, Nigeria. Performance appraisal is described as a process of measuring and 
developing the individual and the team performance (Kivipold et al., 2020). Performance 
appraisal consists of goal setting, monitoring, and feedback of employees (Kivipold et al., 
2020). Performance appraisal is an integral part of the managerial control and work-
related information system aimed at employee work activities and work results (Kivipold 
et al., 2020). To achieve better performance, companies are continuously forced to update 
their appraisal processes (Nehme et al., 2020). As employees can demonstrate different 
attributes and different behaviors, their training be dynamic (Lee, 2018). As the training 
becomes more moldable to fit the preferences of different employees, changes in 
increased performance arise. The training process usually incorporates involving 
employees in decision-making and judgment engagement, because this method is a two-
way constructive paradigm, both influencing performance and improving it by appraising 
the employees and giving them a sense of valuation (Nehme et al., 2020). 
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Eliminating Godfatherism in the Police System 
The fourth theme indicated that eliminating godfatherism in the police system can 
better prepare police officers in Lagos State, Nigeria. Godfatherism as described in the 
police force is the introduction of practices such as nepotism, favoritism, and tribal 
sentiments in reaching decisions, instead of making decisions based on effective and 
efficient practices. Corruption in various countries is a complicated social phenomenon 
that has its roots in ancient history (Najih & Wiryani, 2020). Corruption spreads through 
government administrative bodies and non-governmental organizations (Najih & 
Wiryani, 2020). Godfatherism dilutes the efficiency in performance, fighting crime rates, 
and responding to the public demands in security and safety and increases corruption in 
Nigeria. When corruption increases, it can lead to dire consequences for people who 
already may have hard lives (Najih & Wiryani, 2020). 
Effective Mentor and Mentee Relationship Without Recourse to Tribal Sentiments 
Effective mentor and mentee relationship without recourse to tribal sentiments is 
another way to prepare police officers for their duties in Lagos State, Nigeria. The 
mentor–mentee relationship is a critical mechanism through which mentors are thought to 
influence developmental outcomes (Williamson et al., 2019). A mentor is described as a 
non-parental adult (or older youth) who offers guidance and other forms of support to a 
young person outside of a therapeutic or counseling capacity (Williamson et al., 2019). 
Although the putative mechanisms of mentoring are varied, the relationship that develops 
between mentor and mentee is often considered essential for realizing positive 
developmental outcomes (Williamson et al., 2019). At the same time, evaluations of 
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mentoring programs show mixed results, which has led to the need to understand the 
factors that influence a successful mentor-mentee relationship (Williamson et al., 2019). 
Factors that influence the mentor–mentee relationship include age, ethnicity match, 
gender match, topic discussed, and mentor and mentee perception (Ken et al., 2018). For 
instance, those with the same race had higher mentor ratings and significantly higher 
mentee perceptions of receiving instrumental feedback and challenging assignments, 
sponsorship, and protection (Kern et al., 2018).  
Public Spirited Individual Police Force 
A public spirited individual police force is also important for performance 
improvement in Lagos, Nigeria. Spirited individual behavior includes those carried out 
selflessly to save lives and property (Terpstra & Salet, 2019). Individuals who render 
assistance to prevent injuries or property damage from a collapsing building have been 
recognized to have served in public spirited manner. For example, Pusser acquired fame 
as a result of his fight against illegal whiskey distilleries, dubious gambling houses, shady 
motels, prostitution, extortion, robbery and other types of crime that were quite common 
in the poor border regions between Tennessee and Mississippi, and in the foothills of the 
Appalachian Mountains in the 1950s and 1960s (Terstra & Salet, 2019). Pusser’s status 
as a hero was reinforced because in his fight against crime he faced many struggles and 
suffered repeated personal misfortune and disaster (Maillard & Zagrodzki, 2021; Terstra 
& Salet, 2019). 
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Discipline and Willingness to Make Sacrifices to Ensure Peace 
Discipline and willingness to make sacrifices to ensure peace is also what it 
means to be prepared as police officers in Lagos, Nigeria. In carrying out their duties, 
members of police forces (including civilian staff) are expected to maintain the highest 
standards of professional behavior (Isleven, 2018). The police force of any country 
including Nigeria expect the officers to demonstrate honesty and integrity, demonstrate 
knowledge for authority, respect and courtesy, act equitable and represent diversity, 
understand the UOF when it matters, take order and instructions from superiors, respect 
confidentiality, demonstrate fitness for duty, prevent discreditable conduct, and challenge 
and report improper conduct (Isleven, 2018). The police disciplinary system is designed 
to deal with circumstances where these standards are not met, arising from a complaint 
from a member of the public, an internal complaint, or from an incident such as a death 
or serious injury amounting to misconduct or gross misconduct (Isleven, 2018). 
Understanding the Acts and Principles of Police Performance 
Understanding the acts and principles of police performance is important for 
performance improvement to police officers in Lagos, Nigeria. Given the complexity, 
demands, evolving nature of police role, and the importance of police work, identifying 
applicants and recruits who will ultimately be successful as police officers is a high 
priority for police administrators and other policy makers (Desmond et al., 2020). The 
inherent difficulty in the recruitment and performance measurement of police is that 
making a hiring decision based on whether a candidate meets a baseline qualification 
standard does not guarantee that the candidate will be a quality officer throughout their 
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career, especially when the training is not related to what officers will experience in the 
field (Desmond et al., 2020). Introducing the police performance matrix in the training 
curriculum of the police force is an adequate measure to make police officers understand 
the principles of police performance (Desmond et al., 2020). In appraising the 
performance and accountability of the police officers, areas of concern should include 
legal, political, administrative, societal, communal and international (Shilston, 2016). 
Understanding Roles, Responsibilities, and Relationship in the Police Force 
The ninth theme related to understanding roles, responsibilities, and relationship 
in the police force. The concept of community-based policing is described as a 
democratic function, with collective participation of various stakeholders (Maung, 2020). 
Community policing is described as a philosophy representing a big change in policing 
ideology by promoting decentralization and relationship as well as the roles of citizens 
and street-level officers; in other words, it strengthens relation between police officers 
and citizens by sharing the responsibilities for problem-solving to maintain the quality of 
life of the community (Maung, 2020). Consequently, the reform process is difficult to 
implement from the democratic perspective, and democratic values have stagnated under 
the existing quasi-military policing mode; hence, Nigeria is yet to practice the community 
based police model. But the importance of officers having effective social interaction 
skills has long been recognized in policing study. Such capacity of social interaction 
enabled them to communicate effectively and to make good decisions on whether to 
employ coercive actions, to become experts at social interaction skills (Maung, 2020). 
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Timely, Accurate, and Relevant Processing of Performance Data in the Police Force 
Finally, I found out that timely, accurate, and relevant processing of performance 
data in the police force is what it means to be prepared for performance improvement to 
police officers in Lagos, Nigeria. To retain the public’s goodwill, trust, compliance, 
cooperation and commitment, police forces must adopt fair and well-managed service 
recovery and customer complaint procedures. These can be used by police forces to 
obtain feedback to help them improve their service quality, thereby increasing customer 
satisfaction (Shane, 2018). Police service failure leads to community dissatisfaction, 
anger, annoyance, and frustration; however, service recovery from these failures presents 
a worthwhile reason to retain the public’s goodwill, which is considered essential to the 
police services provided in society (Shane, 2018). Police forces must accept that there is a 
requirement from both the public and the government to provide better services to the 
public. The government focuses on providing high-quality service to satisfy customers 
(Shane, 2018). An indispensable tool for managing a police agency is a steady flow of 
information that indicates performance (Shane, 2018). Data analysis is the primary 
mechanism through which law enforcement agencies can address internal and external 
concerns that arise from their policies and practices (Shane, 2018). 
Limitations  
During the data collection process, I was able to ascertain that the information 
collected were peculiar to the participants, hence limiting transferability of the study. 
Transferability of data would be limited in this study because the police officers I 
interviewed were experienced, informed, educated, and work full time in the police 
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service in Nigeria. The participants are all in leadership positions. All the participants are 
graduates with Bachelor as minimum degree, which is not the case in the common police 
officer on the street of Nigeria. Transferability would be limited to the lower ranked 
police officers in Nigeria. 
In terms of dependability, the time for the study and other external influences 
such as data collection using virtual means as a result of the COVID-19 pandemic, the 
tendency of a repeat pandemic cannot be predicted in the near future. During the conduct 
of this study, the third wave of the COVID-19 pandemic was announced in many part of 
the world. Also, there are staggering of the exchange rate and inflation within the period 
of this study which diminished police training and welfare. These conditions are expected 
to improve in the future which will make the study repetition difficult. 
Recommendations for Future Research 
From the study, seven female police officers were interviewed, while eight male 
represented the male gender. All participants have 23 and above years of experience. All 
the participants are police officers and other security arms were not represented in this 
study. It is therefore recommended for future research that a study on the diversification 
and inclusion in security sustainability be conducted in Nigeria, so as to embrace all the 
excluded security departments and arms. The narrowness of the study for police alone, 
may not solve the security challenges in Nigeria. Loia and Adinolfi (2021) categorized 
security into personal, cyber and physical security. These three categories of security can 
be enhanced using computer system. The internet of things is an emerging paradigm due 
to extensive developments in information and communication technology. The inclusive 
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IoT infrastructure contains a network of devices or objects such as embedded computers, 
controllable sensors, and radio frequency identification tags, in addition to the internet of 
things gateway and the remote serve (Loia & Adinolfi, 2021). Another recommendation 
for future study is the digitalization of security affairs in Nigeria with focus on policing. 
Additional recommendation for reading is the use of quantitative to compare 
police performance and the current security situation in Nigeria. A quantitative study is 
used to examine the strength of relationship between variables (Bloomberg & Volpe, 
2012). Quantitative method is used when variables are compared in the study. Also, with 
the use of quantitative method, the findings could be generalized to the wider scope. A 
qualitative method should also be used for further study to explore the performance 
drivers in lower ranked police officers in different parts of Nigeria so as to reflect why 
the current security situation in Nigeria calls for emergency. Qualitative methodology 
requires the pursuit of research related to understanding the motive whereas quantitative 
methods require thoughtful pursuits of understanding causes and reasons by examining 
hypotheses (Tacq, 2011). 
As revealed in the study, the current appraisal system is conducted annually. This 
could create a pattern where police efficiency would be experienced only in few months 
to the performance appraisal while other periods would suffer setback in security issues. 
It is my suggestion that performance appraisal system should be carried out every quarter. 
Conducting performance appraisal quarterly may result to increased efficiency at all 
times in the police force in Nigeria. Also, performance appraisal should be flexible, 
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linked with areas in the economy or government that require quick fix as well as 
sustainability.  
Policing should have a zero tolerance on security matters. Such security matters 
include, response time, documents recording, digitalization, maintenance of data base for 
all citizens of Nigeria using national identification that is peculiar to individual citizens.  
The police force should also embrace digitalization in operations such as CCTV, body 
camera, quick response vehicles, trained manpower and robust welfare system among all 
officers. The gap identified in this study was the need for grassroot policing so as to have 
a natural alignment with community and local government for quick response as well as 
provision of working tools.  
Community policing is defined in part by efforts to develop partnerships with 
community members and civic organizations that represent many of them collectively. It 
requires that police engage with the public as they set priorities and develop their tactics. 
Effective community policing requires responsiveness to citizen input concerning both 
the needs of the community and the best ways by which the police can help meet those 
needs (Skogan & Hartnett, 2019). It takes seriously the public’s definition of its own 
problems. This is one reason why community policing is an organizational strategy but 
not a set of specific programs–how it looks in practice should vary considerably from 




Implications for Social Change  
Nigeria is currently experiencing both social and security unrest in several states. 
School children are kidnapped, the Chibok girls kidnapped in Maiduguri in the north 
eastern part of the country have not been rescued. There are ongoing inter-tribal and 
inter-community conflicts in Nigeria. There is conflict between farmers and herdsmen as 
a result of feeding required for the cattle reared by the herders. All these security unrest 
require effectiveness and performance rejuvenation of the police force in Nigeria. The 
security challenges usually get worse during election period in Nigeria when political 
parties engaged “touts” or “area boys” to cause anarchy and chaos in Nigeria just to 
distract the sensitivity of election results and process. The need to evaluate the 
performance of the police force in Nigeria has become a norm and not an exception. The 
necessity and timeliness of this study cannot be over emphasized.  
The results of this study may contribute to improvement in positive social change 
in the police force. The social change impact implication of this study includes findings 
that may aid the leadership of police force in Nigeria in achieving strides towards 
delivering services that influence political, economic, social, and technological change in 
the law enforcement agencies. The contributions to positive social change include a 
peaceful environment for citizens who may have a good experience due to the efficiency 
of the police force. Another implication of positive social change includes business 
sustainability, improved standard of living, reduction of lawlessness in the society, and 




The purposive sampling method was the primary strategy, and snowball sampling 
was a secondary strategy. Purposive sampling is a nonprobability sampling technique that 
is not representative of the sample (Gentles et al., 2015) but designed for a specific 
population with information on a specific research topic. Researchers must ensure the 
sample aligns with the research questions under investigation. Upon receiving the 
feedback from a prospective participant, I put a call across to explain my purpose of the 
study further. The methodological implication is that this study cannot be generalized, 
hence further study is recommended. Another implication is that the data collection was 
based on the interviews conducted with the 15 participants, therefore, the intrinsic bias 
and limitations of the participants are built into this study.  
Theoretical Implication 
The theoretical framework for this study is the HCM (Fusch & Gillespie, 2012). 
The HCM as the framework is an extension of Gilbert’s (2013) behavioral engineering 
model first developed in 1974. The theoretical framework supported exploration of the 
mission, goals, system processes, and clarity in accomplishments that existed in the U.S. 
Coast Guard MIP. The theoretical implication is that developing the interview protocol 
was influenced by the theoretical underpins of this study. Using inadequate theoretical 
framework may had impacted the study in such manner. I will suggest that other 





Creating a study to address how police officer in Lagos could understand how 
they can enhance their knowledge on the requisite skills necessary to protect lives and 
property in Lagos State, Nigeria was my motivation throughout the study. I grew up in 
Lagos State and I have good understanding of the place. The job of policing in the state 
has changed tremendously from my early experience and the force does not command 
citizens´ respect as before. Security has deteriorated from years of neglect by relevant 
authorities and the task of protecting lives and property is harder in the age of advance 
technology and virtual crime. As nerve center of the nation´s economic and political 
activities with vast population and high rate of unemployment, there is increasing need 
for the police in Lagos for effective performance by officers deployed to the state. 
To achieve this goal, it is important to maintain focus on factors that prepare 
Nigeria police officers for performance improvement. The study identified the factors as 
themes that emerged to address the research questions. Thus, attending annual continuous 
improvement training; attending specific courses on detective, tactical, and strategic 
leadership; internal and external appraisal system; eliminating Godfatherism in the police 
system; effective mentor and mentee relationship without recourse to tribal sentiments; 
public spirited individual police force; discipline and willingness to make sacrifices to 
ensure peace; understanding the acts and principles of police performance; understanding 
roles, responsibilities and relationship in the police force; and timely, accurate, and 
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Appendix: Interview Protocol 
Research Question: The overarching question for the study is how can police 
officers be prepared for performance improvement that will enhance their knowledge on 
the requisite skills necessary to protect lives and property in Lagos State, Nigeria? I will 
follow up with two secondary research questions to support a comprehensive response to 
the central questions: 
(a) what role does preparation in the form of training play in the performance of 
police officer in Lagos, Nigeria? and 
(b) what sources of information most influence a police officer’s performance 
improvement that will enhance knowledge on the requisite skills necessary to protect 
lives and property in Lagos State, Nigeria? 
Interview Questions 
1) How did you obtain performance improvement as a police officer that assisted 
you to attain your position in the police force? 
2) What courses did you attend that helped in your performance improvement as 
a police officer? 
3) What were the factors that worked for you in obtaining performance 
improvement and that eventually brought you to leadership role in the police 
force? 
4) What other factors were not does relevant to your performance improvements 
that you may want to share with upcoming officers? 
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5) What sources of information were relevant to you as a police force in 
achieving performance improvement and made you stood out from the crowd? 
6) What were the information available in the police initial training that 
propelled you towards performance improvement? 
7) What were the information that you sourced personally that helped you on 
performance improvement that were relevant to your personal growth? 
8) What other strategies contributed to your improvement in performance 
improvement that you will like to share that I have not required in this 
interview? 
 
 
